WORK-LIFE BALANCE: A TRANSCENDENTAL PHENOMENOLOGICAL STUDY ON
FEMALE ASSISTANT PRINCIPALS’ APPROACHES

by
Felicia Daniels-Colbert
Liberty University

A Dissertation Presented in Partial Fulfillment
Of the Requirements for the Degree
Doctor of Education

Liberty University
2021

2

WORK-LIFE BALANCE: A TRANSCENDENTAL PHENOMENOLOGICAL STUDY ON
FEMALE ASSISTANT PRINCIPALS’ APPROACHES
by Felicia Daniels-Colbert

A Dissertation Presented in Partial Fulfillment
Of the Requirements for the Degree
Doctor of Education

Liberty University, Lynchburg, VA
2021

APPROVED BY:

Dr. Linda Holcomb, Ed.D, Committee Chair

Dr. James Swezey, Ed.D, Committee Member

3
ABSTRACT
The purpose of this phenomenological study was to understand the work-life balance approaches
for female assistant principals at Middleburg School District (pseudonym). Two theories were
used to answer the central research question: What are the lived experiences of female assistant
principals in connection with their role and approach to balance work and life responsibilities?
Work/family border theory by Clark (2000) guided the study as it explains how people manage
and make decisions on how to spend their time between work and family obligations.
Additionally, the role theory by Biddle (1986) expounded on how an individual’s role influences
decisions for finding a balance between work and family expectations. A transcendental
phenomenology design was used to find work-life balance approaches for 12 female assistant
principals. Using a purposeful sampling approach, participants were selected based on the
criterion of female assistant principal, mother, and married or living with a significant other. A
semi-structured interview, document analysis, and focus group captured the true essence of
work-life balance approaches. QSR International NVivo 12 qualitative software was used for
data analysis. Four themes emerged during the data analysis from the semi-structured interview
and focus group transcriptions and interpretation of the anonymous letters to a first-year assistant
principal. The four themes were: creating a balance, practicing eating and self-care, identifying
roles and responsibilities, and maintaining an organized system. These themes confirmed that
female assistant principals who have children, are married, or living with a significant other
struggle balancing professional and personal responsibilities. Participants recommended using
the following approaches to minimize imbalances: building relationships, time to unwind from
work, managing role conflict, checkpoints, calendars, exercise, managing stress, and self-care.
Keywords: assistant principal, work-life balance, work/family border theory, role theory
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CHAPTER ONE: INTRODUCTION
Overview
The field of education is constantly evolving requiring school leaders to work longer
hours (Armstrong, 2015; Balyer, 2017; Searby, Brown-Ferrigno, & Wang, 2016). Typically,
school leaders must supervise after-school activities, supervise sports events, and attend parent
meetings. These demands are negatively disrupting their relationships with family and friends
(Braun & Peus, 2016; Clark, Rudolph, Zhdanova, Michel, & Baltes, 2017; Lakshmypriya &
Krishna, 2016). These disruptions can result in work and family clashes especially for female
school leaders. For instance, female leaders with family obligations often have negative work
experiences due to long work hours resulting in poor work-life balance (Agosto & Roland, 2018;
Hamidullah & Riccucci, 2016; Haskins et al., 2016; Sok, Blomme, Ruiter, Tromp, & Lub, 2018).
Work-life balance occurs when a positive balance exists between the personal and professional
life of individuals (Edwards, 2000; Jones, 2016; Pahuja, 2016). Female assistant principals
(APs), women who are next in succession to fill principalship vacancies, often struggle to
achieve work-life balance. Unfortunately, their work and life challenges are absent in the
literature. Further research is needed to examine the work-life experiences of female assistant
principals, which will help with their preparation for the principalship using strategies to manage
personal and professional responsibilities.
The purpose of this transcendental phenomenological study was to examine the
approaches that contribute to a positive work-life balance for female assistant principals. This
chapter describes the historical, social, and theoretical context for the assistant principalship and
the challenges of female leaders as they strive to manage personal and professional life
obligations. Additionally, this chapter will outline the problem statement, purpose statement,
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research questions, and definition of terms that will aid in understanding work-life balance
approaches for female assistant principals.
Background
The assistant principalship is for individuals who are interested in a principal position
(Ellis & Brown, 2015; Marshall & Davidson, 2016; Morgan, 2018). These individuals were
once teacher leaders encouraged by their principals to seek an administrative position.
Unfortunately, after serving in the capacity of an AP, some female assistant principals are not
interested in filling principal vacancies for several reasons (Allen & Weaver, 2014; Barnett,
Shoho, & Okilwa, 2017). For instance, ongoing educational reform, surges in student discipline,
and the daily management of the school require assistant principals to spend over 50 hours per
week to ensure compliance with district and state mandates (Allen & Weaver, 2014; Searby et
al., 2016). These demands lead to stress and excessive workloads which become factors for not
seeking the principalship (Ellis & Brown, 2015; Helterbran & Reig, 2004; Morgan, 2018). The
increased workloads and accountability measures trigger stress and imbalances for female
assistant principals, especially for those who have children, a spouse, or significant other.
Current literature describing the roles and responsibilities of assistant principals is overlooked in
educational research (Searby et al., 2016). Thus, to prepare assistant principals for principalship
positions, more research is required with a focus on work-life balance approaches.
Historical Contexts
The position of assistant principal began in the 1940s as a response to increases in student
enrollment and the “growing needs for persons to perform the myriad of administrative tasks”
(Kindsvatter & Tosi, 1971, p. 456). Coppedge (1968) proclaimed that the assistant principalship
was created to fill a need rather than careful planning about the duties and responsibilities of the
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position. Similarly, Kindsvatter and Tosi (1971) suggested that the position of assistant principal
is “ill-defined and has been established on the basis of expediency rather than sound educational
planning” (p. 458). For example, assistant principals were tasked with building management
with minimal focus on instructional tasks (Bates & Shank, 1983). These limitations reduced
advancement opportunities and promotion to a principalship (Black, 1980; Clements, 1980;
Gross, Shapiro, & Meehan, 1980).
By the 1980s, research studies showed a shift in the position of assistant principal
(Iannaccone, 1985). Gorton (1987) concluded that assistant principals were interested in more
instructional tasks and curriculum improvements instead of discipline and building management.
As a result, Greenfield (1985) suggested the development of an instructional presence for
assistant principals that limits the monitoring of discipline and building stability. He proposed
that the position must be professionally rewarding inclusive of collaborative learning
opportunities that will make them stronger instructional leaders. Despite the efforts in the 1980s
to shift the roles and responsibilities of assistant principals, the literature showed that the position
responsibilities were not defined (Golden, 1997; Porter, 1996).
During the 1990s, research studies continued to show the inequity in assistant principal’s
responsibilities (Marshall, 1992; Porter, 1996). Marshall (1992) suggested that the duties of
assistant principals consist of “gray areas that are ill-defined, inconsistent, and incoherent” (p. 6).
To date, the role of an assistant principal is to handle discipline issues, attend after-school events,
and assist with the daily management of the schoolhouse in addition to following the directive of
the principal (Porter, 1996; Wells, Scollay, & Rinehart, 1999). Research undertaken by Mertz
and McNeely (1999) created a portrait of the assistant principal position. The authors argued
that the position description was vague although the principal assigned more instructional
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responsibilities. It was also concluded that assistant principals spent several hours beyond the
school day on work related tasks. In another study, Sun (2018) surveyed assistant principals and
identified student discipline, scheduling, and the monitoring of lunch and buses as their primary
tasks. Poorly defined assistant principal job descriptions are present across several school
districts.
Currently, assistant principals are experiencing structural barriers that adversely affect
their roles and responsibilities (Peters-Hawkins, Reed, & Kingsberry, 2017). Structural barriers
include increases in diverse student population, lack of culturally sensitive teacher training, and
discipline. The findings from Houchens, Niu, Zhang, Miller, and Norman (2018) suggested that
disparities exist in assistant principal’s perception of their roles. The researchers concluded that
assistant principals perceived their role as more policy management with little focus on
instructional tasks. Thus, the role and tasks of assistant principals have remained constant
(Cohen & Schechter, 2019; Houchens et al., 2018; Sun, 2018).
Social Contexts
Women are assuming demanding roles that require a balance between work and family
responsibilities. However, despite their best efforts, female leaders experience conflict in their
professional and personal lives resulting in imbalances (Balyer, 2017; Braun & Peus, 2016;
Drummond et al., 2017). Nanda (2015) examined the relationship between work-life conflict
and employee performance based on gender, marital status, and age. Results showed that
increased workloads cause poor work performance and elevated levels of stress due to work and
life imbalances for some employees. These imbalances of work responsibilities can impact an
employee’s personal life resulting in hostility towards work tasks. The findings identified
marital status as worsening work-life conflict for employees.
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Similarly, women who are experiencing conflict in their personal lives often allow those
issues to alter their professional expectations (Lakshmypriya & Krishna, 2016). Wepfer,
Brauchli, Jenny, Hämmig, and Bauer (2015) suggested that women exit the workforce when they
decide to start a family. Leaving the workforce is a decision made by some women to handle
family responsibilities at the sacrifice of their career or the fear of job insecurity due to
imbalances (Mauno, Cheng, & Lim, 2017). Klatt (2014) conducted a study that involved male
and female superintendents and their practices to balance work and life activities. The data
showed how men and women confront work-life balance differently while serving in higherlevel leadership positions. For instance, the male participant in the study used a daily calendar to
find time for family experiences as a strategy to balance work and life. In contrast, the female
participant used the allowance of time and space by returning home early to relax as a method to
personal and professional balance. Assistant principals must understand the demands and
requirements of the position before moving from the classroom to administration and adopt
strategies to maintain balance once achieving these positions. The earlier mentioned studies
support the need for more research that focuses on work-life balance of female assistant
principal.
Theoretical Contexts
Today’s workforce stipulates individuals to assume multiple roles that are incompatible
with their personal and professional lives (Neto, Chambel, & Carvalho, 2018; Rizzo, House, &
Lirtzman, 1970). These competing demands of work and life responsibilities are causing conflict
and imbalances that negatively affect the health of individuals (Clark, 2000; Siu et al., 2015). To
examine the work-life balance approaches of female assistant principals, Clark’s (2000)
work/family border theory and Biddle’s (1986) role theory guided the study.
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Role theory. The role that individuals assume to address the demands of work and life
often result in conflict. Role theory provided insight into the demands and responsibilities of
female assistant principals as they achieve a work-life balance. According to Biddle (1986) and
Ivey and Robin (1966), role theory argues that individuals establish norms and expectations for
their role in work and family domains. Although the roles are constructed, conflict arises when
the roles become incompatible. Role conflict is described as the negative interaction between
work and family demands (Greenhaus & Beutell, 1985; Ivey & Robin, 1966). Role conflict
triggers stress that leads to poor job performance because of “the concurrent appearance of two
or more incompatible expectations for the behavior of a person” (Biddle, 1986, p. 82). The
conflict between roles is differentiated as time-based, strain-based, and behavior-based conflict
(Greenhaus & Beutell, 1985). These interrole conflicts arise when an individual struggles with
managing his or her time between personal and professional responsibilities (Greenhaus &
Beutell, 1985; Ivey & Robin, 1966).
Work/family border theory. Work and life are separate domains that positively or
negatively affect an individual. Unfortunately, some individuals struggle to find a balance
between work and family responsibilities resulting in conflict. A balance between work and life
requires individuals to manage obligations across both environments. Work/family border
theory (Clark, 2000) describes how employees share and manage their time between work and
family spheres to achieve a balance. Additionally, the theory argues that people move daily
between borders adjusting their focus to carry out work-life goals and tasks. For example, a
parent will leave work early to ensure their prompt attendance at a family event. Individuals
who take the initiative to limit their work demands to attend family obligations tend to have
balance (Clark, 2000; Clark 2001). Clark (2000) suggested that a balance occurs between work
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and family when there is limited conflict across both domains. Likewise, in Clark’s (2001)
study, the researcher extended the work/family border theory explanation by concluding that
borders are flexible and permeable depending on the demands in each environment. They shape
and determine the relationships that occur in each domain resulting in a balance or imbalance
with work and life. Similarly, some researchers discovered that the consequences of imbalances
between work and life are depression and stress that often result in low work performance,
absenteeism, and employee turnover (Drummond et al., 2017; Minnotte & Yucel, 2017; Rabenu,
Tziner & Sharoni, 2017).
Situation to Self
Searby et al. (2016) recommended more research to determine if assistant principals are
ready to tackle the daily tasks of a principalship considering the level of expectations. As a
researcher, female assistant principal, mother, and spouse, I brought my own beliefs and
assumptions to this study. I believe that the problems of work and life imbalances for female
assistant principals stem from overbearing workloads, lack of employer family policies, and
systemic procedures. Hence, these obstacles require more research to improve the quality of
work and life for female assistant principals. To ensure the implementation of successful worklife balance approaches, female assistant principals must be aware of their imbalances to achieve
a desirable quality of life and promotion opportunities.
Personal Motivation
I am a female African American assistant principal with over 20 years in the field of
education. Serving in the role of assistant principal at the secondary level, I supervise an array of
events that often extend beyond the school day. The demands of a high school include several
sports events and community activities which require an administrator to be present. These
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events require me to spend extensive hours away from my family. As a wife and mother of two
scholar athletes, I try to balance my time between family and work obligations. Unfortunately, I
have uneven results with managing my time and have experienced imbalances and conflict
within my personal and professional life.
Philosophical Assumptions
As a qualitative researcher, I must recognize how philosophical assumptions intertwine
with my study. Ontological assumption speaks to the construction of multiple realities to
achieve a level of understanding (Creswell & Poth, 2018; Lincoln & Guba, 1985). An
ontological assumption guiding this study originates from my personal experience as an assistant
principal and the responsibility of being a mother and wife. Compared to other professions,
female assistant principals’ experience with work and life obligations impede their success with
achieving a principalship (Marshall & Davidson, 2016). Klatt (2014) proposed female leaders
must make conscious choices while addressing work and life expectations. For this reason,
female assistant principals must recognize the areas of imbalances between their work and life to
avoid conflict.
According to Creswell and Poth (2018), an epistemological assumption requires the
establishment of a close relationship with participants to discover and collect evidence.
Currently, I am an assistant principal with a deep belief that women who seek leadership
positions do so to make a difference in the lives of their families and student population. Often,
we assume a leadership position without a clear understanding of the sacrifices required to be
successful. Lincoln and Guba (1985) suggested that the inquirer and participant “interact to
influence one another” (p. 94). As a mother, wife, and female assistant principal. I am aware
that balancing personal and professional obligations can be challenging at times. I am also aware
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that my individual perspective of work-life balance may not mirror those of the study’s
participants. I bracketed out my personal bias during the interview and focus group to
understand how the participants approach a balance between work and family responsibilities.
My goal to create a collaborative environment that allowed me to learn specific work-life
balance approaches that foster a successful quality of life for fellow female assistant principals.
Serving in the role of assistant principal within the selected school district, I must attend the
same professional development sessions lessened the participants. These professional
development sessions will lessen the disconnectedness (Lincoln & Guba, 1985) between the
researcher and participants.
An axiological assumption is described as the reporting of values and biases (Creswell &
Poth, 2018; Lincoln & Guba, 1985). My axiological assumption is that not all female assistant
principals face the same challenges and their approaches to a work and life balance differ based
on their experiences. Discovering and sharing how female assistant principals who are mothers,
married or living with a significant other address their personal and professional imbalances will
help minimize stress and conflict resulting in better relationships. It is my rhetorical assumption
that the study findings do not serve as truths but as suggestions on how female assistant
principals can address imbalances with work and life obligations.
Research Paradigm
Creswell and Poth (2018) described social constructivism as seeking “understanding of
the world in which they live and work” (p. 24). This study used a qualitative transcendental
phenomenological approach to examine work-life balance experiences of female assistant
principals. I tried to understand and describe the challenges female assistant principals face
while balancing personal and professional responsibilities using a semi-structured interview,
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document analysis, and focus group document analysis. It is my hope and desire that this study
offered strategies that support a successful work-life balance structure for the assistant principal
position.
Problem Statement
The workforce is changing, requiring employees to stay abreast of current trends relating
to their job responsibilities (Pahuja, 2016). These demands impose extended work hours for
employees that often infringe on family obligations resulting in conflict (Choi et al., 2017; Clark
et al., 2017). For instance, mothers who seek leadership positions might experience imbalances
and the strains of managing work and family (Buchanan, 2014; Longman, Daniels, Bray, &
Liddell, 2018; Minnotte & Yucel, 2017). Finding a balance between work and life is integral to
the success of the employee and organization (Nanda, 2015; Sirgy & Lee, 2017).
Female principals struggle with balancing their personal and professional responsibilities
(Helterbran & Reig, 2004; Kafka, 2009; Murakami & Törnsen, 2017). Principals spend over 40
hours per week addressing school demands (Beisser, Peters, & Thacker, 2014; Grissom, Loeb, &
Mitani, 2015). The increased work hours that extend beyond the normal school day require
principals to sacrifice time away from family and friends (Oplatka, 2017; Rabenu et al., 2017;
Sirgy & Lee, 2017). As a result, their emotional and psychological well-being are negatively
impacted leading to turnover and dissatisfaction with the principalship (Drummond et al., 2017;
Hwang & Ramadoss, 2016; Minnotte & Yucel, 2017).
Present research focuses on the struggles and turnover of principals while excluding the
role and challenges of female assistant principals with their work and life responsibilities
(Balyer, 2017; Rangel, 2017; Shore & Walshaw, 2016). Female assistant principals are expected
to spend extended hours away from family and friends to meet systemic demands (Galea,
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Houkes, & Rijk, 2013; Marshall & Davidson, 2016). These demands result in stress and
dissatisfaction in the assistant principalship (Armstrong, 2015; Liang & Augustine-Shaw, 2016).
The problem is that female assistant principals experience work-life imbalances due to role
conflict, excessive workloads, stress, and prolonged work hours and require approaches to
manage work-life responsibilities. Due to limited research about the assistant principalship, it is
vital for more studies to involve successful work-life approaches.
Purpose Statement
The purpose of this transcendental phenomenological study was to understand the worklife balance approaches of female assistant principals at Middleburg School District
(pseudonym). Work-life balance is “the idea that work life and personal life are complementary
of each other in bringing perfection to one’s life” (Johari, Tan, & Zulkarnain, 2018, p. 110). The
theories that guided this study were work/family border and role theory. Work/family border
theory (Clark, 2000) describes how individuals manage work and family expectations to achieve
a balance. Role theory (Biddle, 1986; Mead, 1934) was used to examine the influence of role
conflict on the well-being and work-life balance for female assistant principals. Understanding
work-life balance approaches revealed the challenges of female assistant principals and
presented a lens for analyzing the coping strategies and approaches used to achieve a balance.
Significance of the Study
The shift in workload and increased instructional responsibilities for assistant principals
results in stress and conflict that impede on their work and life balance (Marshall & Davidson,
2016). As Oplatka (2017) found, female school leaders experience tension and stress due to
excessive workloads. Failure to adhere to a positive well-being inclusive of limited conflict and
stress leads to dissatisfaction and turnover in the position (Richardson & Loubier, 2008). Beisser
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et al. (2014) reported that female leaders viewed their jobs as stressful, and it was hard to find a
balance between professional and personal responsibilities. Current literature that focuses on the
role and needs of assistant principals is limited (Searby et al., 2016). This study will be
significant in finding work-life balance approaches that will resolve dissatisfaction and
disengagement with leadership positions.
Empirical Significance
Research has shown that assistant principals struggle with excessive workloads and daily
management of work and family responsibilities (Barnett, Shoho, & Oleszewski, 2012; Marshall
& Davidson, 2016; Murakami & Törnsen, 2017; Shore & Walshaw, 2016). Contributing factors
to their struggles are attendance at after-school events, discipline issues, and increased
accountability demands that result in conflict with time management and family responsibilities
(Barnett et al., 2012; Shore & Walshaw, 2016). The research by Richardson and Loubier (2008)
found that some employers limit professional advancement for women due to workload and
family obligations. Findings from the literature show a major focus on the professional
development needs of assistant principals. However, more studies about their work-life balance
approaches are needed (Lee, 2015; Searby et al., 2016; Shore & Walshaw, 2016).
Theoretical Significance
Clark’s (2000) work/family border theory explains the imbalances between work and life
responsibilities. This theory argues that people manage and negotiate their time between work
and family spheres. Work and family are separated by borders that can bend and are permeable,
flexible, and weak or strong pending on an individual’s demand. The managing and negotiating
of time sometimes result in conflict and disorder due to weak borders. Beigi, Wang, and Arthur
(2017) and Clark (2000) viewed employees who can manage both work and family as border-
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crossers. They can handle both family and work spheres daily without interruption. Bordercrossers have a positive work-life balance, improved attendance rates at work, and are more
productive in fulfilling work expectations (Clark, 2000). By being aware of their expectations
and controlling how they transition between borders, border-crossers are able to remove
imbalances with work and family responsibilities (Beigi et al., 2017).
The role theory describes how the behavior of individuals are dependent on their social
identity and situation (Biddle, 1986). Greenglass, Pantony, and Burke (1988) proclaimed that
living multiple roles between work and family causes conflict due to incompatibility with
responsibilities. Therefore, role conflict is the underlying construct producing pressure, stress,
and imbalances for individuals. Research undertaken by Clark (2000) suggested that work-life
balance can be achieved when there is no role conflict between personal and professional
responsibilities. Thus, Clark’s (2000) work/family border theory and Biddle’s (1986) role theory
helped to explain how role conflict hindered the work-life balance of female assistant principals.
Additionally, this study found work-life balance approaches that improve the assistant
principalship for female leaders.
Practical Significance
Allen and Weaver (2014) suggested, “The job roles and expectations of current era
assistant principals have added layers of stress and pressure” (p. 15). The demands of national,
state, and local mandates in addition to strict evaluation structures also add to the stress of
assistant principals. The increasing demands of school-related responsibilities are causing
female school leaders to make choices between work and family (Barnett et al., 2012). In
addition to handling the needs of children, assistant principals must address the needs of aging
parents that contribute to imbalances with work and family (Wepfer et al., 2015). These choices
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add to burnout and imbalances that affect job performance (Tikkanen, Pyhältö, Pietarinen, &
Soini, 2017). This study will bring awareness to the struggles and challenges of the assistant
principalship by expanding the research on the personal and professional imbalances of female
assistant principals and their strategies to achieve balance.
Middleburg School District has a total of 208 schools with a variety of instructional needs
and administrative focuses. Meeting the demands of each school site requires increased
workloads that may extend beyond normal work hours. Those school leaders with children, a
spouse or significant other may experience conflict with managing time between work and
family obligations. There is little to no research that focuses on showing work-life balance
approaches or the application of work-life balance approaches for female assistant principals.
This study will help female assistant principals recognize areas of conflict between work and
family as well as various approaches to managing time during the school day and at home to
achieve a balance. The total student population for Middleburg is over 132,000 which made this
school district ideal for capturing the demands of over 200 female assistant principals serving at
the elementary, middle, and secondary levels (Maryland State Department of Education, 2018).
This study can be used on a wider scale to help with the designing of assistant principal
mentoring programs in alignment with leadership standards as well as fostering better
relationships between principals and assistant principals. Currently, state, and local school
districts are developing programs for new assistant principals. The programs are designed to
prepare them for their position and fill principal vacancies. The results of this study can help
with potential program topics. School districts can better inform stakeholders about the needs
and challenges of the assistant principalship and offer strategies to school-level principals to
ensure equity in roles and responsibilities. Principals can learn about the demands placed on
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assistant principals and how excessive workloads and extended work hours affect the success of
women serving in the position. Current and future assistant principals can better understand the
importance of balancing work and family demands and the impact on their health. Additionally,
college and university administration programs will have insight on the current challenges of
female assistant principals and can update their courses for aspiring school leaders. The practical
significance of this study is important for the well-being of female assistant principals as well as
the success of schools in the district.
Research Questions
This study focused on the work-life balance approaches of 12 female assistant principals
who have children and are married or living with a significant other. Specifically, the study
provided an understanding of how they balance work and life obligations. One central question
and three sub-questions guided the study.
Central Question:
What are the lived experiences of female assistant principals in connection with their role and
approach to balance work and life responsibilities?
According to Allen and Weaver (2014), assistant principals are pivotal in assuming the
daily functions and decisions of the school. Although, assistant principals adhere to the
directives of their principal and assume management roles, they experience imbalances with
workloads. Gonzales (2019) confirmed that assistant principals are overwhelmed with the
demands of work while balancing personal and professional responsibilities. The increase in
responsibilities often results in stress and pressure (Rosette, Koval, Ma, & Livingston, 2016).
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Sub-Question 1:
How do female assistant principals describe their experience in the role of mother and spouse
and/or significant other?
With new accountability mandates and initiatives, the role of assistant principal is
expanding to include staff development, teacher supervision, collaborative planning, and
attendance at both school and community events (Searby et al., 2016). Increased duties and
responsibilities cause imbalances and affect the well-being of individuals (Nitta, Deguchi,
Iwasaki, Kanchika, & Inoue, 2018). Rabenu et al. (2017) outlined how the demands of family
roles and employer expectations cause conflict with employees that may trigger stress. Overall,
serving in dual roles can have uneven results for the individual.
Sub-Question 2:
What are the work-life balance approaches described by female assistant principals to achieve a
balance between personal and professional responsibilities?
A study conducted by Choi et al. (2017) described work-life balance as the compatibility
between work and life responsibilities. Flexibility, time, and separation of work and life are
recommended strategies for achieving balance between personal and professional responsibilities
(Cowan & Hoffman, 2007). Irfan and Azmi (2015) acknowledged that limited work hours and
decreased workloads are contributors to managing work and family responsibilities.
Sub-Question 3:
How do female assistant principals describe the effect of work-life imbalance on their well-being
(e.g., emotional, mental, physical, and/or spiritual)?
Numerous studies showed employees who experience work and life imbalances
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also struggle with health issues (Davidson, 2018; Drummond et al., 2017; Oplatka, 2017). The
characteristics of health issues include depression, stress, and poor eating habits (Buchanan,
2014; Marchand et al., 2016). Achieving a work-life balance and healthy lifestyle is necessary
for employees and organizations (Drummond et al., 2017).
Definitions
The following keywords are defined to provide contextual understanding of terms
described in the study.
1. Assistant principal – An individual who follows the directive of the principal and is
responsible for the daily management of a school (Allen & Weaver, 2014).
2. Conflict - The negative and stressful responsibilities causing imbalances between work
and home (Nanda, 2015).
3. Principal – A person responsible for the daily operations of a school, student
achievement, accountability measures, and the supervision of assistant principals,
teachers, and staff (Beisser et al., 2014; Oplatka, 2017; Rangel, 2017).
4. Role – The “shared, normative expectations that prescribe and explain behavior” (Biddle,
1986).
5. Role theory – The characteristics of human behavior, roles, and expectations in a social
setting (Biddle, 1986; Ivey & Robin, 1966).
6. Role conflict - The incompatibility of roles between work and life demands experienced
by an individual (Biddle, 1985; Greenglass et al., 1988; Al-kahtani & Allam, 2016).
7. Work/family border theory - Explains reasons for work and family conflict and shows a
framework for finding balance between personal and professional responsibilities (Clark,
2000, p. 764).
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8. Work-life balance - The engagement of how individuals manage their time between
professional and personal responsibilities with minimal conflict (Irfan & Azmi, 2015;
Sirgy & Lee, 2017).
Summary
This chapter explained the background, problem, and purpose of the study. The problem
is that female assistant principals experience work-life imbalances due to role conflict and
excessive workloads, stress, and prolonged work hours. The purpose of this transcendental
phenomenological study was to understand how female assistant principals balance their
personal and professional life at Middleburg School District. The work/family border theory
(Clark, 2000) and role theory (Biddle, 1986) gave insight into the work conflict of female
assistant principals and aided in finding universal strategies to limit their burden. Due to the
limited research that addresses the work-life balance needs of female assistant principals, the
results of the study will help fill the gap in literature and offer meaningful and successful worklife balance approaches for struggling school leaders.
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CHAPTER TWO: LITERATURE REVIEW
Overview
There are several developmental periods people go through during their life cycle. At
each period, individuals face challenges and obstacles that interfere with their quality of life. For
example, the early adult period is the time when individuals evaluate the preferences of spouse,
family, and career (Aktu & Ilhan, 2017). These preferences can result in elevated levels of stress
as individuals look to share and balance their time. Levinson’s (1986) research suggested that
individuals determine the importance of relationships and the role they play in daily interactions
to alleviate some of this stress. In addition to building and establishing a relationship, women
are often more burdened with trying to balance work and family than men (Choi et al., 2017;
Minnotte & Yucel, 2017).
The struggle to balance work and family can also affect women’s experiences with
leadership. For instance, women have not been able to attain leadership positions at the same
rate as men (Longman et al., 2018; Lumby, 2014; Ortiz & Covel, 1978; Rosette et al., 2016).
Regardless of their educational level, women are overlooked for leadership positions or forced to
decline advancement opportunities due to family obligations (Choi et al., 2017; Marchand et al.,
2016; Rabenu et al., 2017). This especially affects women who are assistant principals since
they are often overlooked in studies regarding work-life balance and roles in education. Shore
and Walshaw (2016) argued that research about the work of assistant principals excluded the
investigation of their unique personal life. Searby et al. (2016) also confirmed that the role of the
assistant principal as an instructional leader is missing in educational literature. The purpose of
this transcendental phenomenological study was to understand the work-life balance approaches
of female assistant principals. Additionally, this study explained how an imbalanced interaction
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of work life, family life, and well-being circumstances can impede the success of female
assistant principals if balance is not achieved (Allen & Weaver, 2014; Clark, 2000; Marshall &
Davidson, 2016).
This chapter outlines a theoretical framework highlighting successful work-life balance
approaches of female leaders. This chapter also reviews the literature on the effect of role
conflict, gender, and work-life balance approaches of female assistant principals. The literature
review is divided into sections discussing women as leaders, the challenges and obstacles they
face in leadership roles, the effect of work-life balance on job performance, and organizational
systems and structures that contributed to identifying work-life balance approaches of female
school leaders. Studies suggested that women serving in educational leadership roles experience
elevated levels of stress and dissatisfaction in the position (Ellis & Brown, 2015; Marshall &
Davidson, 2016; Kindsvatter & Tosi, 1971). Thus, examining the roles, duties, and conflicts of
the assistant principal is critical to their longevity and success in the position.
Theoretical Framework
A theoretical framework serves as a guide for synthesizing and connecting seminal
research aligned to a specific topic (Grant & Osanloo, 2014). This research is grounded in
Clark’s (2000) work/family border theory and Biddle’s (1986) role theory. Collectively, they are
used to explain the interaction effects between work life, family life, and well-being on the work
achievement of female school leaders. Literature shows that work-life balance and the wellbeing of individuals are connected (Biddle, 1986; Clark, 2000). For instance, Beisser et al.
(2014) suggested secondary school leaders experience health crisis because of the elevated stress
that accompanies the movement between the classroom and administrative position. The
researchers implied that educational leaders neglect themselves trying to meet work demands
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resulting in an unhealthy lifestyle. Similarly, Minnotte and Yucel (2017) proposed that stress
and work-family conflict directly affect mental and physical health of employees. Furthermore,
Armstrong (2015) recommended that vice-principals should be familiar with and know how to
maneuver the physical, cognitive, and socio-emotional challenges of the position as the increases
in workload and duties cause imbalances between personal and professional responsibilities.
Shore and Walshaw (2016) believed that assistant principals require a support system to avoid
burnout and frustration from trying to incorporate these new job experiences into their existing
lives. This study contributes to the research about the role conflict experiences and work-life
balance approaches of female assistant principals.
Role Theory
Sociology and social psychology practitioners introduced role theory to examine the roles
and behavior patterns of individuals in social positions (Biddle, 1986; Greenglass et al., 1988;
Vatharkar, 2017). Biddle (1986) explained role theory as the formation of expectations in
response to experiences and roles. Role theory argues that individuals’ behavior is based on how
they view their roles in different environments (Biddle, 1986; Matta, Scott, Koopman, & Conlon,
2015, p. 1692). Similarly, Ivey and Robin (1966) believed that roles are assumed according to
position, norm, and expectations. Unfortunately, for some, roles become incompatible resulting
in conflict and stress.
Al-kahtani and Allam (2016) suggested that “when responsibilities of the individual are
not rightly or properly defined, role conflict will emerge” (p. 2795). Role conflict is defined as
the contradiction or incompatibility of two or more roles occupied by an individual (Biddle,
1986; Rizzo et al., 1970). Conflict with roles is bi-directional impacting demands with work and
family or family and work (Kossek & Lee, 2017). Greenhaus and Beutell (1985) proclaimed that
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bi-directional conflict is the result of interrole conflict where an individual experiences issues
with opposing demands from dissimilar roles. For instance, time-based, strain-based, and
behavior-based are all different forms of interrole conflict. Timed-based occurs when multiple
roles compete for time, strain-based arises when an individual fails to perform in a role due to
stress from another role, and behavior-based results when one role does not meet expectations
and is not consistent with another role (Greenhaus & Beutell, 1985; Kossek & Lee, 2017).
Individuals experience role conflict when they have limited time and energy to address the
demands of personal and professional obligations concurrently resulting in psychological distress
and exhaustion (Kulik, Shilo-Levin, & Liberman, 2016). Greenglass et al. (1988) proclaimed
that women take on multiple roles when they are employed. Their employment leads to
incompatibility, stress, and dissatisfaction. Additionally, Vatharkar (2017) explained that role
incompatibility appears when expectations of job responsibilities are opposite from other roles
producing conflict for an individual. The study also concluded that role conflict affects the
physical and psychological state of an employee.
Previous research has supported the adverse effect of role incompatibility on the health
and well-being of individuals (Sana & Aslam, 2018; Bauer & Silver, 2018; Marchand et al.,
2016). Kulik et al. (2016) examined the experience of role conflict and well-being among
mothers and fathers. Their results revealed that women experience higher levels of role conflict
due to family responsibilities. Increased role conflict produces stress that causes harm and
affects women’s well-being. Thus, role conflict leads to imbalances between personal and
professional responsibilities. Comparatively, Celik (2013) studied the effect of role conflict on a
vice-principal’s performance and burnout. Findings from the study showed a positive effect
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between role conflict and job performance; coping strategies and a supportive work environment
were factors for the positive relationship.
Dumas and Stanko (2017) believed that family role identification is an antecedent to
connecting an individual’s family structure and work behaviors. These connections can be
negative or positive pending how an employee balances the demands across both areas (Braun &
Peus, 2016; Clark, 2000). As previously mentioned, an individual’s role preference is linked to
the success of their work and life responsibilities (Biddle, 1986; Greenglass et al., 1988 Alkahtani & Allam, 2016; Vatharkar, 2017). Therefore, work-life balance is dependent on a
balance with social roles that lead to satisfaction.
Work/Family Border Theory
The demands of the workforce require employees to work extended hours and sacrifice
time away from family and friends (Galea et al., 2013; Jones, 2016). The imbalance between
work and family increases stress, dissatisfaction, and conflict for employees (Beigi et al., 2017;
Gravador & Teng-Calleja, 2018). Irfan and Ami (2015) defined work-life balance as the ability
to regulate and manage time between work and life. Individuals who successfully manage their
time between work and family expectations simultaneously remove imbalances that may
contribute to health issues and disengagement (Minnotte & Yucel, 2017; Pahuja, 2016).
Employees must have a balance between their personal and professional life that will foster work
productivity and successful family interactions. Overall, having control over workload and
family responsibilities improves work-life balance (Choi et al., 2017; Cowan & Hoffman, 2007;
Hwang & Ramadoss, 2016).
Work/family border theory (Clark, 2000) will help with understanding the work-life
balance approaches of female assistant principals. The theory “explains how individuals manage
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and negotiate their work and family spheres and the borders between them in order to attain a
balance” (Clark, 2000, p. 750). Individuals who successfully preserve a balance between work
and family responsibilities are more productive and have healthier family interactions. The
theory also identifies the interactions that cause conflict and presents a framework to achieve
balance between work and family (Clark, 2000). Believing that personal and work factors affect
work/family conflict and an employee’s well-being, Clark (2002a) extended work/family border
theory by examining the processes individuals use to identify a conflict between work and
family. To further examine the phenomena of work and life balance, studies were conducted to
include a look at disengagement, dissatisfaction, and work behaviors of employees (Austin &
Brown, 1970; Cowan & Hoffman, 2007; Hausman, Nebeker, McCreary, & Donaldson, 2002). In
particular, Irfan and Azmi (2015) studied work-life balance of teachers and the struggles they
face managing personal and school responsibilities. Participants collectively agreed that their
duties are extensive and require several hours beyond the school day to complete. The study also
found that distributing time equally between workload and extra-curricular activities can address
work imbalances. The research on work and life balance is continuing with a focus on all areas
of the workforce. When individuals understand the factors that cause conflict, they can manage
and negotiate events in both environments.
The influence of organizational culture controls a border’s strength and permeability of
the work/family domain (Karassvidou & Glaveli, 2015). The strength and permeability of a
border are dependent on the ability to exclude movement from one direction to another by an
individual (Clark, 2002a; Karassvidou & Glaveli, 2015). Limiting or prohibiting movement can
reduce conflict in either domain. Clark (2002b) concluded that supervisor support, family
relationships, the intrinsic value placed on work, and flexibility are contributing factors to a
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border’s strength and permeability. Comparatively, Karassvidou, and Glaveli (2015) called
supervisor support and family relationships border-keepers as they help individuals negotiate and
manage events occurring in each domain. Thus, individuals must have the ability to construct
the meaning of events across both domains to avoid conflict (Clark, 2002a).
The struggles that women have in balancing personal and professional responsibilities
have been the focus of ongoing research (Nanda, 2015). The current workforce is facing job loss
and low wages that contribute to disengagement and conflict. Braun and Peus (2016) believed
that adverse working conditions lead to dissatisfaction, low organizational productivity, and
increased divorce rates. The spillover between the work and life spheres is becoming
increasingly challenging across all organizations resulting in stress and family conflict
(Lakshmypriya & Krishna, 2016; Sok et al., 2018). Work stress occurs when individuals
prioritize work over family, which creates work-family conflict and imbalances that interfere
with organizational commitment as well as family responsibilities (Hwang & Ramadoss, 2016;
Karassvidou & Glaveli, 2015; Nanda, 2015). The purpose of this study is to identify successful
work-life balance approaches of assistant principals that will foster interest in the principalship
and minimize conflict. Thus, to improve the principal pipeline, applying the work/family border
theory can help explain how female assistant principals approach a balance to work and life
obligations that will bolster interest in the principalship.
Related Literature
The related literature section is structured around the themes that can be used to explain
the struggles and barriers female leaders face while managing personal and professional
responsibilities. The information presented herein will help guide the theories selected to
examine the phenomenon of work-life balance. This section is divided into six subsections that
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reinforce the significance of the study and merge the work/family border theory and role theory
to help determine the barriers women face in their leadership role. The articles analyzed will
present a framework for understanding role conflict and the work-life barriers of female assistant
principals as they seek leadership positions. Although most reviewed articles have focused on
the roles and challenges of principals’ work-life conflict, limited research has examined the
work-life imbalance among female assistant principals. The results of this study will add to the
body of literature to improve the assistant principal position for female leaders.
Women as Leaders
Proponents of the feminist movement recognized that women face obstacles that hamper
their lives and livelihood (Crenshaw, 1989). Similarly, Okolosie (2014) believed that women at
some point in their career have experienced gender oppression that limits advanced leaderships
opportunities. These factors perpetuate barriers and exclusions that negatively affect women
leaders. Currently, women are inadequately represented in leadership positions (Balyer, 2017;
Fuller, Hollingworth, & An, 2019). Even though they obtain the knowledge and skill sets to
lead, imbalances between work and life continue to emerge. Selzer, Howton, and Wallace
(2017) reported that personal and structural barriers interfere with women’s leadership. Personal
barriers are described as the lack of confidence to lead, whereas structural barriers encompass
work and family conflict experienced by female leaders. These negative perceptions of women's
abilities and leadership skills minimize their opportunity for advancement. To help remove these
barriers, leadership development programs are needed with a focus on mentoring and
empowering women (Lochmiller & Karnopp, 2016; Longman et al., 2018; Selzer et al., 2017).
Like Fuller et al. (2019), Klatt (2014) concluded that gendered constructs alter the effectiveness
of a leader. For instance, female superintendents are viewed as collaborative and nurturing and
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will make decisions aligned to their gender characteristic. Unfortunately, negative gendered
descriptions are still embedded in organizations, thereby affecting leadership advancement of
women.
The mother-figure perception has been used to define the leadership style of women,
especially since some women tend to use the defining characteristic to lead an organization
(Murakami & Törnsen, 2017). Jones (2016) classified women’s leadership style as nurturing,
collaborative, and supportive, and these characteristics are evident through their practices. These
gendered leadership beliefs determine how female leaders interact with employees and tackle
tough decisions with a positive resolve (Estler, 1975; Helterbran & Reig, 2004; Sperandio,
2015). Moreover, the perception of unrelatability affects leadership styles and decision-making
capability (Balyer, 2017; Rangel, 2017). In contrast, Liang and Peters-Hawkins (2017) found
that a woman’s motherhood status is sometimes under scrutiny. A female participant in their
study explained how some parents claimed she was unrelatable because she was not a mother.
Verniers and Vala (2018) believed that workplace discrimination towards women is due to the
justification of myths. The authors suggested that motherhood myths contribute to
discrimination against women as apparent by organizational recruitment practices, performance
evaluation, and career advancement opportunities (Verniers & Vala, 2018). For example, a
qualified woman might be overlooked for a supervisory position due to family responsibilities.
Some employers believe that family responsibilities can slow productivity thereby hindering the
advancement of the organization (Verniers & Vala, 2018). Moreover, some women have less
opportunity for advancement and promotion due to a lack of fair interviewing practices
(Buchanan, 2014; Macias & Stephens, 2017). These events often deter women from seeking
upper-level leadership positions.
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Due to the different stereotypes, female leaders often assume a leadership style that
matches the opinions of their stakeholders (Klatt, 2014; Richardson & Loubier, 2008). Societal
discourse is always presuming that employees’ gender is a predictor of their success in higher
administrative roles (Klatt, 2014). Additionally, Murakami and Törnsen (2017) suggested that
women adopt the leadership styles they observed through upbringing and experiences. The
strategies and methods used to lead are engrained at an early age and implemented as an adult
(Jones, 2016). In addition to effectively leading an organization, female leaders are tasked with
managing a family. Jones (2016) explained, "Balanced leadership is predicated on the notion
that women who manage their home responsibilities effectively will perform better within their
personal lives" (p. 921). Successfully balancing work and family responsibilities is essential for
employed females. In contrast, Rangel (2017) implied that if female leaders do not achieve a
balance between work and family, their position and title are jeopardized, and the organization
will lose valuable expertise resulting in a turnover. The loss of skilled employees due to worklife imbalances decreases task output and diminishes morale (Braun & Peus, 2016; Longman et
al., 2018; Sok et al., 2018). Kruse and Krumme (2016) suggested that aspiring female principals
should strengthen their support systems to address family responsibilities that interfere with work
demands. A participant from their study decided to wait until their children exited high school to
seek a principalship to avoid family and work conflict. Hence, organizations must collaborate to
ensure that employees are satisfied and able to address family issues that may arise.
The Effect of Work and Family Conflict on Successful Leadership
Work and family conflict is a growing challenge across the globe affecting women more
than men (Akkas, Hossain, & Rhaman, 2015; Kossek & Lee, 2017). Specifically, women
experience conflict from the demands of children under the age of 18 and elderly care (Kossek &
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Lee, 2017). Work-family conflict defines the effect of work on the family, whereas family-work
conflict describes the impact of family on work (Matijaš, Merkaš, & Brdovčak, 2018). There are
several outcomes that impede work and family employment and personal success or failure. For
example, work outcomes are characterized as gender employment equity, job satisfaction, and
turnover, while family outcomes are considered satisfaction with family and good physical and
psychological well-being (Beisser et al., 2014; Braun & Peus, 2016; Choi et al, 2017; Drummond
et al., 2017; Kossek & Lee, 2017). These outcomes can positively or negatively impact the
success of individuals as they strive to balance their personal and professional responsibilities.
Gender is one of the affecting variables impacting the success of female employees.
Shockley, DeNunzio, Shen, and Arvan (2017) investigated the relationship between gender and
work-family construct. They found that women experience higher levels of work-family conflict
due to longer work hours and family responsibilities. Shockley et al. (2017) also concluded that
women form strong boundaries around their family due to high demands and difficulties with
managing work obligations. Research by Majekodunmi (2017) suggested that when women
become part of the workforce, conflict arises between personal and professional demands:
The increase in dual-career household syndrome makes employees to increasingly
occupy both work and family roles simultaneously thereby making employees have to
deal with job-related demands that place limits on the performance of family role or
family related demands that place limits on the performance of job role. (p. 1)
Their research found that working mothers experience more conflict between family and work
compared to work and family responsibilities.
Literature also shows the connection to an individual’s well-being as a result of role
conflict. Anyanwu, Ezenwaji, Okenjom and Enyi (2015) examined occupational stress on the
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role of secondary principals resulting from the various responsibilities of the position.
Occupational stress is occurring because of frustration with work overload, pressure from parents
(Anyanwu et al., 2015), and family demands. Principals in the study experienced body pain,
headaches, and other physical ailments as outcomes from occupational stress. Similarly,
research has shown the negative effect of stress on principal burnout (Bauer & Silver, 2018;
Beausaert, Froehlich, Devos, & Riley, 2016). Bauer and Silver (2018) studied the causes of
burnout for new principals. The authors suggested that stress triggered factors at work leading to
negative physical and emotional job-induced symptoms. The results of the study determined that
stress leads to burnout and dissatisfaction with the role of principal. Beausaert et al. (2016)
proposed that individual and contextual variables lead to stress and burnout for principals. For
example, individual variables include age, gender, and marital status while contextual variables
include working conditions, role, and social support. Findings from the study confirmed that
individual and contextual variables are stressors for principals and lead to dissatisfaction and
burnout. DeMatthews, Carrola, Knight, and Izquierdo (2018) studied principal burnout and
secondary trauma near the United States – Mexico border. In addition to accountability
stressors, participants were confronted with immigration and deportation issues that were out of
their control. Participants shared concerns about their well-being due to the inability to sleep and
long work hours assisting students. Results from the study concluded that participants
experienced feelings of hopelessness and fatigue from a lack of school and community support.
Regardless of the variable, stressors will arise causing conflict for the principal.
Another conflict impacting career women is the lack of support from female supervisors.
Research studies labeled inequity by women towards women as the queen bee (QB) phenomenon
(Derks, Laar, & Ellemers, 2016; Faniko, Ellemers, Derks, & Lorenzi-Cioldi, 2017; Davidson,
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2018). Derks et al. (2016) described the queen bee (QB) phenomenon as the distancing of
women leaders from women subordinates who did not experience similar struggles with the
attainment of their position. Comparatively, Davidson (2018) examined the social relationships
between women in different leadership positions. QBs are depicted as “back-biting” and
competitive women. The study recommended that women should exhibit socially responsive
characteristics that foster solidarity (Davidson, 2018). Faniko et al. (2017) argued that the
emergence of the QB response is due to the personal sacrifices women made to overcome
employment unfairness in their organization. They distance themselves from other women
whom they believe did not make similar sacrifices. As a result, junior level women feel
devalued and disinterested in upper-level leadership positions.
Like the QB phenomenon research by Derks et al. (2016), the study by Kaiser and
Spalding (2015) examined leadership characteristics of women in male-dominated management
roles. They used the terms climb and kick and climb and lift to describe the preference of women
over men or men over women in underrepresented positions. Kaiser and Spalding (2015)
concluded that it is hard to detect unfairness from female leaders resulting in difficulties for
women interested in advancing in male-dominated positions. Verniers and Vala (2018)
suggested that a woman’s self-identity, coupled with organizational suppression factors creates
unequal treatment and unfavorable career outcomes for potential female leaders. The
underrepresentation of women in male-dominated fields triggers QB female leaders to hinder the
success of subordinate women (Kaiser & Spalding, 2015). Regardless of organizational culture,
senior-level women should mentor and serve as a role model for junior level women (Derks et
al., 2016; Faniko et al., 2017).
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Hausman et al. (2002) confirmed assistant principals experience conflict in the position
due to work hours. The researchers determined that female assistant principals work over 50
hours per week completing work related tasks. Studies showed the negative impact of increased
federal and state accountability mandates on the assistant principalship (Craft, Malveaux, Lopez,
& Combs, 2016; Kwan, 2009; Oleszewski, Soho, & Barnett, 2012). Existing research pointed
out long work hours and the requirement of assistant principals to attend school events as factors
that cause conflict with personal obligations (Carpenter, Bukoski, Berry, & Mitchell, 2016; Lee,
2015). These changes involve long hours away from home that often interfere with family
responsibilities (Johari et al., 2018; Shore & Walshaw, 2016). Unfortunately, increased
workloads are causing physical and emotional stress that result in personal and professional life
imbalances of assistant principals (Carpenter et al., 2016). As a result of the extended hours,
they sacrifice time with friends and family to meet the demands of work (Irfan & Azmi, 2015).
Additionally, Morgan (2018) affirmed that assistant principals experience role conflict
throughout their daily interactions. Role conflict can occur when the immediate demands of the
position interfere with life commitments. Regrettably, the conflicts between work and life cause
dissatisfaction with the assistant principalship.
The Challenges of Female Educational Administrators
The number of women serving in the capacity of principal has remained consistent from
1970 to 2008 (Overton Hyndam, 2009). Traditionally, women were trained as teachers, and they
comprised the majority of teachers across all grade levels (Estler, 1975). In a historical study on
Kentucky schools by Overton Hyndam (2009), it was discovered that gender inequity in school
leadership limited potential opportunities for women. The researcher implied that the rationale
for gender equity issues was due to the conservative lens and the belief that female teachers
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required guidance from male professionals. Moreover, men dominated women to ensure they
did not overstep their roles as teachers (Overton Hyndam, 2009). Estler (1975) concluded that
women were in a double bind of gender and intellectual achievement, which limited their
opportunities to seek school leadership positions. Although the studies of Estler (1975) and
Overton Hyndam (2009) are almost 34 years apart, the authors collectively agreed that women
are underrepresented in top educational leadership positions.
The existence of women in educational leadership has historically been higher at the
elementary level. From 1988-1998, female school principals increased from 20% to 48% across
all grade levels (Helterbran & Reig, 2004). Similarly, a study by the U.S. Department of
Education (2018) reported that 54% of the total principal population were women in the school
year 2015-2016. Although the percentages are increasing, women typically do not remain in the
position. Estler (1975) suggested that societal and biological demands require women to balance
work and family obligations. These demands are causing conflict and stress for women while
they seek balance with work and family tasks (Fuller et al., 2019; Tikkanen et al., 2017). A
recent study by Sok et al. (2018) found that women are burdened with trying to balance work and
family more than men. Pahuja (2016) suggested that when the personal and professional lives of
female employees are balanced, they have the time to address the needs of their children, spouse,
significant other, and extended family members. Helterbran and Reig (2004) believed that added
responsibilities and increased demands by internal and external stakeholders cause imbalances
with work and family, resulting in a turnover in the principalship. Thus, to be successful, female
leaders must balance their time between work and life responsibility to avoid conflict and
position turnover.
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Conversely, Rangel (2017) identified factors such as low student achievement, teacher
turnover, and low salaries as reasons for principal turnover. The author also suggested that
principal turnover is costly and negatively influences student achievement. Current research
highlights the principalship as a high-stress position (Balyer, 2017; Sperandio, 2015). Excessive
workloads, coupled with accountability demands, are deterrents to principal succession (Ellis &
Brown, 2015; Moorosi, Fuller, & Reilly, 2018; Oplatka, 2017). Grissom et al. (2015) implied
that a challenge to principal succession is finding dedicated time to focus and identify strategies
to improve student achievement. The principalship is a challenging position, and individuals
who can balance professional and personal responsibilities are better equipped to serve in the
position (Balyer, 2017; Murakami & Törnsen, 2017).
Previously, the job description for assistant principals consisted of managerial type
responsibilities (Ellis & Brown, 2015). Morgan (2018) described the role of an assistant
principal as an individual who follows the directive of and is supervised by a principal. He also
implied that an assistant principal’s job responsibilities include aiding the principal with planning
and monitoring of the schoolhouse. Searby et al. (2016) discovered that the assistant principal’s
roles and responsibilities remained unchanged for the last 25 years. Mercer (2016) defined the
current role of assistant principals as individuals who closely monitor instruction, student
achievement, and foster a positive school environment. However, Militello, Fusarelli, Mattingly,
and Warren (2015) described the role of an assistant principal as a mid-management position
supporting the needs of the principal. Presently, assistant principals handle discipline,
administrative issues, athletic events, and assemblies (Searby et al., 2016). They are also tasked
with monitoring lunches and conducting parent conferences. Assistant principals spend
countless hours addressing personnel management issues and discipline beyond their required
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40-hour work week (Searby et al., 2016). They have been underutilized as a resource with
inconsistent job responsibilities that vary across all school districts (Barnett et al., 2012).
Similarly, Kriekard and Norton (1980) conducted a study using competencies to “gain a
more specific and professional definition for the position of assistant principal” (p. 1). They
concluded that task, competency, and indicators are guidelines to help individuals in the assistant
principalship identify their strengths, weaknesses, and areas of improvement. With the shift in
accountability, the role of assistant principal must focus more on instruction to improve
academic achievement of students. Kelly (1987) described the assistant principal role as
“looking after the daily operations of the school” (p. 13). Assistant principals are charged with
monitoring co-curricular programs, building supervision, textbook rental, fire drills, and
graduation. Overall, the principal determines the roles and responsibilities of the assistant
principal at their discretion (Barnett et al., 2012; Searby et al., 2016).
Armstrong (2015) determined that to diminish achievement gaps and increase equity in
schools, 21st-century leadership methods are required. The researcher believed that viceprincipals are the future face of leadership and must be allowed to grow and learn to meet current
educational accountability mandates. Despite the demands of education reform and mandated
testing, the knowledge and competency of assistant principals are often overlooked (Barnett et
al., 2012). Their daily responsibilities revolve around the management of the building and
students with limited focus on instructional tasks (Carpenter et al., 2016; Shore & Walshaw,
2016). Although the previous statements describe the overall responsibilities of assistant
principals, female assistant principals view their roles differently (Marshall & Davidson, 2016).
Shore and Walshaw (2016) revealed that some female assistant principals did not aspire
to be principals and made their decision early in the position. Like principals, assistant
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principals experience burnout because of emotional exhaustion, role conflict, and school reform
(Hausman et al., 2002; Tikkanen et al., 2017). The workloads and demands of the position deter
current female assistant principals from seeking advancement (Searby et al., 2017; Shore &
Walshaw, 2016). They are also hesitant to apply for principalship positions due to family
conflict and burnout (Ellis & Brown, 2015). Assistant principals view the lack of balance with
the principalship as undesirable and opt out of pursuing the position (Morgan, 2018).
Furthermore, female assistant principals who are facing child-bearing decisions fear that their
hard work and dedication will go unnoticed due to family obligations (Marshall & Davidson,
2016). They perceived a limited number of available career leadership choices within their
school districts that support family obligations (Shore & Walshaw, 2016).
Marshall and Davidson (2016) stated that several assistant principals viewed their role as
stressful, resulting in dissatisfaction with the position. The excessive workload, discipline issues,
and the daily running of a school pose challenges to completing assigned tasks. Addressing daily
responsibilities hinders the personal and professional life of assistant principals (Shore &
Walshaw, 2016). For instance, in the study by Craft et al. (2016), participants collectively
agreed that the position is ever-changing and unexpected events obstruct their daily tasks.
Barnett et al. (2012) concluded that assistant principals’ ability to manage time and performance
expectations is crucial to their success.
Similarly, Craft et al. (2016) implied that assistant principals should find techniques to
accomplish tasks in a timely and efficient way. Assistant principals are often on the frontlines,
addressing both instructional and academic concerns of students, parents, and stakeholders.
They must be afforded opportunities to lead in the absence of the principal and assume
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instructional responsibilities. Armstrong (2015) examined the transition from teaching to
administration of novice vice-principals and found that:
The new vice-principals’ feelings of displacement and uncertainty were connected to
three co-occurring changes—their upward shift in the school hierarchy, the
relinquishment of their classroom duties and close relationships with their former
teachers' colleagues due to the vice-principals’ supervisory status. (p. 113)
These feelings and experiences resulted in stress that were eliminated once they found a collegial
support system. Assistant principals are tomorrow’s principals (Militello et al., 2015) and school
districts must remove barriers that block their success.
Obstacles to Work-Life Balance
Women experience various obstacles as they struggle to balance personal and
professional responsibilities. A finding from the study by Verniers and Vala (2018) revealed that
when women accept condensed work hours and take extended leave, they hinder their career
advancement. These negative beliefs of employers deter women from advancement aspirations,
or they are hired and placed in positions that lack promotion opportunities (Buchanan, 2014;
Richardson & Loubier, 2008). Moreover, Matijaš et al. (2018) examined job autonomy, coworker support, and job satisfaction as work-family conflict factors. The authors argued that
fulfilling family obligations becomes problematic when work negatively interferes. Also,
individuals will become dissatisfied with work as a consequence of not participating in family
life. Thus, co-worker support and job autonomy heavily relate to job satisfaction of individuals.
Siu et al. (2015) researched the process of enrichment between work-family and family-work
domains. The authors focused on social supports that may spill over into both domains resulting
in satisfaction or dissatisfaction. Siu et al. (2015) discovered that greater family support
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promotes work satisfaction and dedication. Their findings also suggested that employees
receiving supervisor support are more satisfied with work, reducing conflict at home. Further, it
is implied that family support indirectly enhances the work efficiency of employees resulting in
satisfaction with family.
According to Drummond et al. (2017), work stressors and demands interfere with the
psychosocial well-being of employees. These demands contribute to job satisfaction, family
satisfaction, and strain on individuals. For instance, principals must serve in multiple roles and
become experts in areas such as school law, human resources, and facilities management. With
the new demands of accountability and federal legislation, principals have added demands that
require extended hours away from home (Beisser et al., 2014). Oplatka (2017) studied the
overload of principals and concluded that a principal’s workload is continuously increasing due
to meetings, excessive paperwork, and new accountability measures. It is essential for principals
to find ways to negotiate their time to carry out tasks and goals. Grissom et al. (2015) urged
principals to make decisions on how to distribute their responsibilities and implement time
management skills. Failure to address excessive workloads and stress levels will yield uneven
results for the individual. Overload is linked to decreased job satisfaction with some principals
abandoning their professional responsibilities (Oplatka, 2017).
The negative effect of increased workloads and responsibilities can hinder the
achievements of principals. The demands of the job can become all-consuming, forcing
principals to neglect their emotional and physical well-being (Beisser et al., 2014). Tikkanen et
al. (2017) examined how excessive workloads and stress levels contribute to burnout among
school principals. They suggested that work stress results from fast-paced environments,
pressure to meet deadlines, and job responsibilities. Principals’ work stress can extend into their
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home life resulting in the personal neglect of their well-being as well as the well-being of family
members. Tikkanen et al. (2017) also advised that burnout presents itself with symptoms of
exhaustion, cynicism, and professional inadequacies. Although these symptoms appear
gradually, every principal responds to burnout and stress differently (Grissom et al., 2015;
Tikkanen et al., 2017). The approaches principals use to address burnout can also delay their
success.
It is possible to rectify the challenges of high workload and job stress among principals
with the adoption of management strategies. The first step in addressing challenges involves
finding the areas in need of improvement. Oplatka (2017) identified unplanned events,
administrative tasks, and human resources as factors for increased principal workloads. Finding
a balance between workload responsibilities starts with the implementation of time management
skills. According to Grissom et al. (2015), time management skills reduce job stress and
improve job performance. Their study attributed time management to the monitoring of short
and long term goals, scheduling, and workspace organization. Beisser et al. (2014) extended the
strategy of time management to include creating a support network of fellow administrators to
help employees cope and navigate through high-stress periods. Another strategy discussed in the
literature is the delegation of workload and instructional duties of assistant principals (Oplatka,
2017). Sharing the workload with assistant principals will ease the burden and lower stress
levels, which will afford more time for instructional tasks that support academic achievement.
According to Armstrong (2009), a teacher’s appointment to an administrative post is a
significant career achievement due to the upward professional mobility and increased
organizational influence. Unfortunately, the transition is not seamless, and some assistant
principals encounter challenges and experience conflict. Craft et al. (2016) suggested that the
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transition from a teaching position to a principal assistant position may cause a culture shock.
The authors believed that new assistant principals are unprepared to tackle their new workload
and struggle with meeting the demands of an administrator. As Craft et al. (2016) illustrate,
assistant principals are not immune to the challenges of work-related stress. The roles and
responsibilities of assistant principals are just as challenging as those of principals. In Barnett et
al.’s (2012) study assistant principals reported that time, task management, excessive workload,
and a fast-paced work environment contribute to stress and disengagement. Their study also
discovered that novice and experienced assistant principals balance personal and professional
lives differently.
Additionally, more experienced assistant principals believed that extreme workloads and
extended work hours affected their physical and emotional health. Shore and Walshaw (2016)
proposed that family obligations and employment situations of husbands increased levels of
work stress. To remove elevated levels of stress, surveyed assistant principals recommended not
overthinking job tasks, remaining calm, and keeping a positive demeanor (Barnett et al., 2012).
Ellis and Brown (2015) stated that although the number of individuals with administrator
endorsements exceeds the number of vacancies, school districts struggle with filling principal
positions. The authors found that more work responsibilities and stress discourage assistant
principals from seeking a principalship. Working together as a cohesive team will help minimize
workload and stress through the sharing of responsibilities and generate interest in the
principalship.
Hamidullah and Riccucci (2016) claimed that another factor impacting the advancement
of women is the challenge to manage work, children, and elderly care demands. As many
studies have found, female assistant principals experience conflict within their position due to the

54
challenges of managing family life against a high stress appointment in education (Austin &
Brown, 1970; Hausman et al., 2002; Marshall & Davidson, 2016). Sperandio (2015) advocated
for aspiring female leaders to fully understand career expectations for school leadership before
accepting this appointment:
While women remain underrepresented in the upper levels of educational leadership in
the U.S., it is paramount for those women who do aspire to positions as high school
principals and district superintendents to be knowledgeable about the career paths
pioneered by successful women leaders. (p. 416)
Examining role conflict as a lens for understanding approaches that female assistant principals
use to balance work and family will help improve their career path and attainment of top
leadership positions.
The Effect of Work-Life Balance on Job Performance
A significant challenge in the workforce is finding a balance between work and family
obligations. Yucel (2016) discovered that individuals who experience higher levels of work and
family conflict have dissatisfaction between both domains. Work-family conflict occurs when
work and family obligations clash. The demands of either work or family deplete an individual’s
time and physical energy resulting in stress and dissatisfaction. Nohe, Meier, Sonntag, and
Michel (2015) examined work-family conflict and strain on employees. They determined that
strain negatively affected and predicted work and family conflict. For instance, work
interference produced higher levels of strain for women compared to men (Nohe et al., 2015).
Similarly, Zhao, Zhang, and Foley (2017) found that psychological stress, absenteeism,
and dissatisfaction were a consequence of work-family conflict. They also identified work
responsibilities as an intruder on family responsibilities resulting in conflict. For instance,
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Marshall (1992) believed that assistant principals experience conflict in their role, due to an
overload with responsibilities and limited time to address personal or professional
responsibilities. Also, Armstrong (2015) found that some vice principals experience the inability
to deal with assigned tasks, an exorbitant number of emails, and added information leading them
to question their leadership abilities and reasons for accepting the position. She also advised that
vice principals must be motivated to seek ways for managing stress and accomplishing tasks. To
alleviate the conflict between work and family, women often mobilize other resources such as
the hiring of domestic individuals to assist with family obligations (Zhao et al., 2017).
The nuances of managing work and family responsibilities are challenging across all
organizations. Regardless of the job type, finding the right balance is critical to the success of
the individual as well as his or her job performance (Carpenter et al., 2016). Individuals are
working long hours, and organizations do not have policies to address the needs of work-life
balance (Searby et al., 2016). Not to mention, assistant principals’ workload encompasses
administrative responsibilities, discipline, and instructional duties that consume their time and
extend beyond the school day. Militello, Fusarelli, Mattingly, and Warren (2015) suggested that
the workload of assistant principals often results in stress that spills over to family
responsibilities. These stressors cause work-family conflict and imbalances that interfere with
organizational commitment coupled with affecting family responsibilities (Nanda, 2015).
Marchand et al. (2016) agreed that stressors in women occurred due to socialization and identity
that shape expectations between work and family responsibilities.
Relatedly, strain-based, and time-based conflicts obstruct work-life balance for
employees. In a strain-based conflict, the mental state of the individual is jeopardized by
workload while time-based conflict occurs when more time is given to work than family
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interactions. Ross, Intindola, and Boje (2016) recommended that individuals must commit to
controlling their time between work and family to achieve balance. Unfortunately, every
employee will experience a spillover between work and family. They must establish a goal and
determine which elements of their work and life is imbalanced and develop strategies to achieve
equilibrium.
The inability to create clear boundaries between work and life leads to conflict that puts
stress on the individual (Clark, 2000). Clark et al. (2017) proclaimed that women who take
advantage of organizational support have time to address family duties. A female participant in
the study by Ellis and Brown (2015) believed that being a principal, mother, and wife would be
difficult to balance. Additionally, participants identified stress and time away from family as
hindrances to their success as principals. Verniers and Vala (2018) added that understanding the
rationalization of motherhood myths may help pinpoint barriers hindering all women from career
success. The increasing demands of employment responsibilities are forcing individuals to make
choices between work and family (Ellis & Brown, 2015). These choices add to burnout and
imbalances that affect job performance.
The overarching goal of any employee is to obtain a career that is fulfilling and provides
monetary gains as well as flexibility with family. Lakshmypriya and Krishna (2016) indicated
that individuals who experience work pressures that disturb or interfere with family obligations
are likely to feel imbalanced. Avoiding disruptions with work and family expectations will
require employees to find ways to manage both spheres of their lives. A step towards achieving
balance starts with systems and structures within the organization and with employees finding
strategies to manage their time. Individuals must identify goals that drive changes in work
behaviors resulting in a better work-life balance. For some, goals may require individuals to set
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boundaries and gain control of their work and identity (Gravador & Teng-Calleja, 2018). The
failure to set boundaries negatively impacts work-life balance causing mental and physical health
issues. Additionally, Hwang and Ramadoss (2016) recommended that job control through the
support of a coworker or supervisor can reduce work and family conflict. Finding satisfaction in
the job and fulfilling expectations cultivates a better work-life balance.
Another step towards achieving work-life balance is to increase satisfaction with work
and family. Employees who are not invested in their career withdraw from responsibilities
resulting in absenteeism. It is vital that individuals find a career that is rewarding and allows a
seamless merger of work and family responsibilities. All in all, supervisors must provide a work
environment that is conducive to family-life and work-life balance. Choi et al. (2017) believed
that supervisors who are supportive and provide resources for employees and their families will
have high morale within the organization. Favorable working conditions contribute to achieving
a work-life balance that benefits the organization and employee.
Furthermore, organizational structures are causing stress due to increased work demands
requiring individuals to reevaluate their priorities (Pahuja, 2016). It is imperative that
organizations create systems and structures to help employees achieve work-life balance. As
Choi et al. (2017) proposed, offering employees paid leave opportunities to address family
obligations will lower stress and increase work productivity and engagement. Derks et al. (2016)
recommended another organization structure whereby women serving in senior-level leadership
positions mentor and uplift junior-level women so they can reach career success. Unfortunately,
conflicts between work and family are inevitable, but through collective efforts between
employees and organizations, a common ground can be reached to create a balance between
personal and professional tasks.

58
Alignment of Organizational Systems on Work and Families
The culture of an organization predicts work-family culture and commitment (Irfan &
Azmi, 2015). Poorly designed work timings, inadequate authorities, excessive duties, lack of
appreciation, and lack of personal decision-making opportunities increase employee
dissatisfaction (Johari et al., 2018). Additionally, Klatt (2014) mentioned that individuals’
perceptions of work-life balance often deter them from seeking higher-level positions. Thus,
careers should be determined by the interest of individuals and their beliefs of work-life balance
to avoid dissatisfaction or stagnation. Moreover, organizations should support workload
autonomy to increase employee satisfaction and work performance, while encouraging
employees to seek advancement opportunities.
Formal organizational systems for work and family support address the physical and
emotional well-being of employees. Marchand et al. (2016) identified child-related problems,
irregular work hours, job security, and family income as factors that impact an employee’s wellbeing. Hwang and Ramadoss (2016) inferred that work conflict occurs when employees are
unable to handle the pressures of work and family. They also concluded that conflicts might
result in depression and psychological distress. Study results by Marchand et al. (2016)
discovered that psychological and abusive factors from work and supervisor demands lead to the
manifestation of depressive disorders in women. Work structures must be designed to ensure
equity in roles, to include the monitoring of supervisors. Moreover, to promote a healthy
lifestyle and improve the well-being of employees, resources must be identified to reduce workfamily conflict (Drummond et al., 2017). For instance, findings from Drummond et al. (2017)
recommended social support from supervisors and family members reduces work-family conflict
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as well as psychological strain. Organizations must be more family-friendly with support
systems aligned to positive work and family interactions (Clark et al., 2017).
Leadership decisions must also align with improving a balance between work and family
life. Arvate, Galilea, and Todescat (2018) recommended that female leaders who make profemale choices should directly help other women and positively impact their career aspirations.
Several studies have identified the importance of relationships between female supervisors and
female subordinates (Derks et al., 2016; Drummond et al., 2017). Participants in the study by
Davidson (2018) stated that they have a trusting relationship free of restrictions with female
leaders. Another participant explained the relationships bridged their personal and professional
experiences and were valuable, especially when seeking career advancement (Davidson, 2018).
Drummond et al. (2017) found that supervisor and family social supports reduced strain and
increased satisfaction with work and family responsibilities. Consequently, organizations must
change their culture to value the input and contributions of employed female leaders. It is time
to shift the paradigm and create positive working environments for female school leaders and
confront the underrepresentation of women in school leadership positions (Fuller et al., 2019;
Lee, 2015; Moorosi et al., 2018).
Employees who can multi-task while managing work and family expectations tend to
have high job performance. Klatt (2014) determined that employees must have confidence and a
work-life balance to succeed in their position. Hence, job performance is heavily influenced by a
balance between work and family. Overall, organizations must offer safety nets that help
eliminate barriers that negatively affect employee performance. Galea et al. (2013) stated that
the harsh competition in the workforce requires companies to develop structures to assist
employees with personal and professional life balances. To increase productivity and reduce
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stress, organizations should consider policies that support a positive work-life balance and
address retention, dissatisfaction, and low levels of morale that result in employee turnover.
Additionally, Beigi et al. (2017) believed that when individuals have the autonomy and are
encouraged, they are willing to engage in activities of interest which contribute to a positive
work-life balance. Hwang and Ramadoss (2016) proposed that high levels of job satisfaction
with work can positively influence family life and well-being of employees that affect an
organization’s profits. Altogether, job performance depends on an employees’ ability to balance
work and family.
Organizational structures are also needed for the assistant principalship. School districts
are beginning to recognize the value of assistant principals as evident by current research
examining mentoring and professional development programs (Barnett et al., 2017; Liang &
Augustine-Shaw, 2016). Increased principal turnover rates are prompting school districts to
develop the knowledge and skill sets of assistant principals to assume a vacant principal position
(Barnett et al., 2012; Liang & Augustine-Shaw, 2016). The assistant principalship is the entrylevel position for a principalship. They must be trained, mentored, and equipped to lead
successfully. Liang and Augustine-Shaw (2016) examined the characteristics and support
methods for an assistant principal mentoring and induction program. They emphasized that the
duties of an assistant principal must shift from managerial to a focus on student achievement and
curriculum programming. Also, mentoring and induction programs can bridge the gap between
teacher and administrator to build the competence and confidence of assistant principals
interested in the principalship.
Similarly, Barnett et al. (2017) investigated mentor advice and professional learning
experiences for assistant principals. The researchers believed assistant principals are not
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provided training to develop their knowledge and leadership skills required for a principal
position. Participants in the study were grateful for the learning experiences as well as the
support from mentors. Furthermore, mentors urged assistant principals to avoid neglecting
family responsibilities to attend to work duties (Barnett et al., 2017).
Another organizational practice is the use of a mentor or coach to help guide assistant
principals as they navigate their new position. Lochmiller and Karnopp (2016) proposed that
new strategies are needed to support the skill development of novice assistant principals. They
described coaching as a relationship between two individuals working together confidentially
towards professional and personal goals. Also, coaching creates learning opportunities aligned
with the skill development needs of the assistant principal. Petrides, Jimes, and Karaglani (2014)
agreed that assistant principals must be supported through ongoing communication, and training
programs using a distributed leadership model. For instance, the implementation of professional
development opportunities can provide best practices for building effective interactions with
teachers, improve student achievement, and identify instructional practices that are aligned with
the vision and mission of the school site. Organizations must come to a consensus on protocols
that will remove barriers to job performance and foster task productivity for female leaders.
Summary
A limited number of studies have examined how female assistant principals approach a
balance between their personal and professional life obligations. To improve the principal
pipeline, assistant principals must learn to manage work responsibilities while minimizing the
stress that can spill over into their personal lives. Additionally, they must understand how the
intersection of gender, work, and family can create barriers that may or may not limit
advancement opportunities. Furthermore, the shift in work demand and time leads to
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dissatisfaction and stress. To increase productivity and support for employees, organizations
must create systems and structures that foster a work-life balance. Work-life balance contributes
to the success of employees and organizations. Individuals who meet the demands of work while
managing family responsibilities will be satisfied with their career choice and work
responsibilities. They find and infuse strategies that conform to their lifestyles to prevent strain
from interfering with work and life. Given these points, achieving a positive work-life balance
improves health, lowers stress levels, and allows individuals to meet the demands of both work
and family.
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CHAPTER THREE: METHODS
Overview
The purpose of this transcendental qualitative phenomenological study was to understand
the work-life balance approaches of female assistant principals in a southern Maryland public
school district in the United States. This chapter presents the research design, setting,
participants, procedures, researcher’s role, data collection, data methods, and analysis for the
study. Clark’s (2000) work/family border theory and Biddle’s (1985) role theory support the
central question and sub questions to help understand the work-life balance approaches of female
assistant principals. The last section of this chapter discusses the validity of research findings
through trustworthiness as well as ethical principles adhered to during the study.
Design
Qualitative inquiry seeks to understand the meaning of an individual's activities described
in words (Schwandt, 2015). Therefore, the goal of qualitative researchers is to "study things in
their natural settings attempting to make sense of, or interpret, phenomena in terms of the
meanings people bring them” (Denzin & Lincoln, 2011, p. 3). The rationale for selecting a
qualitative design was to use a method in which the researcher could try to set aside
prejudgments to describe the essence of a participant's lived phenomenon (Creswell & Poth,
2018; Moustakas, 1994). A qualitative design allowed the researcher to interact with participants
using multiple data collection methods to gain an understanding of each participant's
perspectives (Patton, 2015).
The research study used a qualitative phenomenology design to understand a shared
experience. Creswell and Poth (2018) described a phenomenological study as the “common
meaning for several individuals of their lived experiences of a concept or a phenomenon” (p. 75).
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A phenomenological design was the best research method for this study due to the examination
of a lived experience in addition to allowing the researcher to eliminate prejudgments and
inferences (Moustakas, 1994). The phenomenological approach was selected because the design
lends itself to the understanding or explanation of an experience through the synthesis of
collected descriptions (Erlandson, Harris, Skipper, & Allen, 1993; Lincoln & Guba, 1985).
Additionally, the design addressed the central question, “What are the lived experiences of
female assistant principals in connection with their role and approach to balance work and life
responsibilities?” The transcendental qualitative phenomenological design allowed the
identification of work-life balance approaches that will help with the management of
responsibilities and healthier well-being. The design is qualitative because it include the
collection of data under the auspice of ethical principles coupled with inductive and deductive
data analysis that leads to the identification of patterns and themes (Creswell & Poth, 2018).
This design aligns with the purpose of the study and will add to the literature about the
professional and personal needs of female assistant principals (Searby et al., 2016).
This study used a transcendental phenomenological qualitative design to understand the
essence of how female assistant principals approach work-life balance. According to the
Phenomenological Research Methods text by Moustakas (1994), transcendental phenomenology
was derived from the philosophy of Edmund Husserl in 1931. His approach to phenomenology
required the researcher to be aware of his or her own belief of a phenomenon and intuition in
describing the experience. Husserl’s philosophic view of transcendental phenomenology was
that objects in consciousness merge with objects in nature to create meaning about the
phenomenon (Moustakas, 1994). Thus, transcendental phenomenology focuses on the reflection
and discovery of a lived experience as described by human subjects.
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Moustakas (1994) defined transcendental phenomenology as “a scientific study of the
appearance of things, of phenomena just as we see them and as they appear to us in
consciousness” (p. 49). Transcendental phenomenology requires individuals to differentiate
between participants, determine how they are related, and determine those experiences that are
aligned to the study (Erlandson et al., 1993). This explanation is analogous to the interview and
focus group questions that were used to gain insight into the balance between personal and
professional responsibilities of female assistant principals. Using these methods, several data
points were collected to inform descriptions of work-life balance approaches. Patton (2015)
recommended the use of in-depth interviews with individuals who experience the examined
phenomenon. Hence, a semi-structured interview, document analysis, and focus group were
used with female assistant principals. Natural processes were used to gain awareness,
understanding, and knowledge discovered from the results (Moustakas, 1994). Collected data
was analyzed and synthesized using Moustakas’s (1994) seven steps for data analysis.
Analyzing multiple sources of data revealed successful work-life balance approaches that are
easily transferable to the role of assistant principal.
Research Questions
Central Question:
What are the lived experiences of female assistant principals in connection with their role and
approach to balance work and life responsibilities?
Sub-Question 1:
How do female assistant principals describe their experience in the role of mother and spouse
and/or significant other?
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Sub-Question 2:
What are the work-life balance approaches described by female assistant principals to achieve a
balance between personal and professional responsibilities?
Sub-Question 3:
How do female assistant principals describe the effect of work-life imbalance on their well-being
(e.g., emotional, mental, physical, and/or spiritual)?
Setting
The setting for the proposed study was a southern Maryland Public school district in the
United States. The Middleburg School District (pseudonym) is one of the largest in the State of
Maryland with an average household income over $100,000.00. The district has an annual
operating budget of $1.9 billion and is made up of 132,322 students and 19,000 employees with
208 schools and centers. There are 16 specialty schools, eight special schools, 12 charter
schools, 117 elementary schools, 24 middle schools, and 31 high schools. The student
demographics are comprised of the following: 10.80% (students with disabilities); 63.50%
(students receiving free and reduced lunch); 20.70% (English learner); and 37.00% (student
population enrolled at a Title I elementary, middle, or high school). Currently, Middleburg is
one of the lowest performing school districts in the state.
Middleburg School District is led by a chief executive officer (CEO) who fulfills the
duties of a superintendent. In addition to the CEO, nine other chiefs help drive the strategic plan
of Middleburg. District initiatives are passed down to building principals and assistant principals
with the expectation of a seamless implementation. Middleburg was selected for this study due
to the diverse instructional programs offered throughout the district as well as their low student
performance. Additionally, the leadership practices at each school vary due to the various
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specialty programs offered to students.
Participants
The study used a purposeful sampling approach to select participants. Creswell and Poth
(2018) characterized criterion-sampling strategy as a way to “identify cases that meet some
criterion” (p. 159). For this study, each participant was a female assistant principal, with
children, and married or living with a significant other. Existing research studies identified the
negative impact of gender differences, efficacy, and leadership identity on a woman’s work
experience (Agosto & Roland, 2018; Moorosi et al., 2018; Richardson & Loubier, 2008). Fuller
et al. (2019) insisted that the employment of school leaders is dependent on gender and a factor
for the underrepresentation of women in school leadership positions. Examining work-life
balance approaches of female assistant principals provided a lens into the demands of women
leaders. According to Aktu and Ilhan (2017), the early adult period is the time when individuals
contemplate marriage, family, and career direction. Similarly, Levinson (1986) described early
adulthood, midlife transition, and middle adulthood as a sequence of stability, continuity,
progression, and chaotic fluctuation that lasts from age 17 to 65 and is a time for career
establishment and raising a family. Thus, selected participants were female and between the
ages of 30 and 65. This varying age range allowed for an examination of how role conflict can
affect work-life balance approaches, and a balanced representation of the work-life balance
experience.
I contacted the Office of Talent and Development for Middleburg School District to
obtain an email listserv for all assistant principals. Participants were contacted by email to invite
them to take part in the study (Appendix C). Since additional participants were needed, I
emailed a flyer about the study using the assistant principal email listserv (Appendix D). The
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participant email and flyer had a link to a screening survey. The desired number of participants
was 15, unfortunately only 12 met the study’s participant criteria. Participating assistant
principals worked at different school structures. Five were assigned to an elementary school,
three were middle school, and four were high school. Due to the countless expectations at each
level, it is important to capture work-life balance approaches used by assistant principals with
variance in job responsibilities.
Procedures
Multiple data points were used to understand the approaches female assistant principals
used to balance their personal and professional responsibilities. Moustakas (1994) proposed,
“Phenomenology is concerned with wholeness, with examining entities from many sides, angles,
and perspectives until a unified vision of the essences of a phenomenon or experience is
achieved” (p. 58). The procedures for this study aligned with Moustakas (1994) phenomenology
research. A screening survey was used to identify participants who meet the study criteria.
Participants were between the ages of 30 and 65, female, assistant principals, mothers, and
married or living with a significant other. To fully understand the impact of role conflict on
work-life balance approaches, participants were interviewed individually and in a focus group.
A demographics survey was completed to describe the participant and help with understanding
the context of each interview. Additionally, participants wrote an anoymous letter to a first-year
assistant principal describing experiences and conflict as a female leader in the position.
1. The first procedure for this study was to secure approval from the Institutional Review
Board (IRB) for Liberty University (see Appendix A).
2. Although this study did not include student participants, approval from Middleburg
School District (pseudonym) was required. The required documents (complete proposal,
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proposal summary, consent letters, IRB approval, evidence of supervisor’s
acknowledgement, and recruitment evidence) were uploaded to the Department of
Evaluation’s external researcher module for Middleburg School District (pseudonym).
Once all approvals were granted the study began (see Appendix B).
3. I contacted the director of the Office of Talent and Development for Middleburg School
District to obtain a listserv of email addresses of all assistant principals.
4. From the list, a recruitment email (see Appendix C) was dispatched to all assistant
principals from elementary, middle, and high school grade level configurations. A
screening survey (see Appendix E) link was included in the email to identify participants
who met the study’s criteria.
5. Additional participants were needed. I emailed a flyer about the study using the assistant
principal email listserv (see Appendix D). The flyer included my contact information and
screening survey link (see Appendix E) for interested participants.
6. Female assistant principals who are between the ages of 30 and 65, a mother, and married
or living with a significant other as identified by the screening survey (see Appendix E)
were emailed a consent form (see Appendix F) that included the purpose and criteria for
the study to ensure participants fully understand expectations, requirements, and
confidentiality of their identities and recordings. All 12 participants received a $20.00
Amazon gift card for taking part in the interview, document analysis, and/or focus group
that was outlined in the consent form.
7. Prior to the implementation of interviews, document analysis, and focus group, I
composed a journal entry about my experience balancing work and life as a female
assistant principal, mother, and spouse to set aside my prejudgments and bracket (epoche)
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biases about work-life balance (Moustakas, 1994).
8. Consent forms were electronically signed, dated, and emailed back to the researcher the
day before the participant’s scheduled semi-structured interview time. The study
expectations, requirements, confidentiality, and the choice to withdraw from the study at
any time without explanation was discussed before the start of the semi-structured
interviews.
9. Due to the Coronavirus pandemic, all semi-structured interviews and the focus group
were conducted virtually using Google Meet. Participants were emailed a Google Meet
code with the time and date for their interview and focus group. All participants were
individually interviewed using the semi-structured interview protocol (see Appendix G)
at their scheduled time. Participants were assigned a pseudonym before each semistructured interview. The website www.babynamewizard.com was used to identify
pseudonyms for each participant using their birth year. The top names for each decade
were used as participant pseudonyms.
10. At the conclusion of the semi-structured interviews, participants completed a short
online demographics survey (see Appendix J) and were emailed a Google Form (see
Appendix H) link with the directions for completing the anonymous letter to a first-year
assistant principal.
11. Participants were purposely selected from the semi-structured interviews for the focus
group. Participants were emailed a Google Meet code with date and time for the focus
group. A focus group interview protocol (see Appendix I) was used for the participants.
12. Two standalone recording devices were used for the Google Meet interview and focus
group to ensure accuracy and avoid technical difficulties with equipment. Pseudonyms
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were used for transcriptions, and recordings were password protected, locked and stored
in a file cabinet (Creswell & Poth, 2018; Moustakas, 1994).
13. A professional transcription service (Temi.com) was used to transcribe all recordings.
This service offers data encryption on a secure server and the ability to delete files.
Participants were emailed their individual transcriptions for accuracy and did not find
any discrepancies for revision. Pseudonyms were used for participants and transcriptions
were locked on a password protected laptop.
14. A computer management program (QSR International NVivo 12) was used to code all
data points for the identification of similar and dissimilar themes from participant
descriptions. The coding was stored on a password protected laptop.
15. Data analysis and synthesis occurred according to the procedures for phenomenological
studies.
The Researcher's Role
In qualitative designs, the researcher is the human instrument and ensures ethical
methods throughout the study (Lincoln & Guba, 1985). According to Moustakas (1994), “In
deriving scientific advances in phenomenological investigations, the researcher establishes and
carries out a series of methods and procedures that satisfy the requirements of an organized,
disciplined and systematic study” (p. 103). It is vital that the researcher is knowledgeable in
phenomenology data collection methods and analysis to help ensure the study is conducted with
fidelity. Furthermore, it is important for researchers to reveal biases during the research process.
I am an African American female assistant principal who has served in a variety of
leadership positions. Since leaving the classroom as a biology and chemistry teacher, I was a
technology specialist and a K-12 science specialist at the district level. With the desire to have a
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more significant impact on students, I obtained a secondary assistant principal position. Over the
last 10 years as assistant principal, I noticed how female assistant principals struggled to balance
work and family expectations.
As a mother, and wife, I have experienced work-life balance conflict on several
occasions. I have been married for 21 years am a mother of two scholar athletes. At times, it is
hard to attend my children’s activities and work-related events with my husband due to work
obligations. I serve as team mom and PTSA board member which adds another layer of conflict.
Also, as an active member of a sorority, I have a tough time making commitments to the
organization on the weekends due to my required attendance at school events. Moreover, I have
been a graduate student for the last five years struggling to carry out both personal and
professional responsibilities. Although I have my own views and approaches to achieve worklife balance, my results are sometimes uneven leading to conflict. To be a successful assistant
principal, it is critical that work expectations and responsibilities are met, especially for women
leaders seeking a principalship.
Using a social constructivism paradigm, my goal was to show successful approaches that
will support a positive work-life balance using a semi-structured interview, demographics
survey, document analysis, and focus group. Schwandt (2015) suggested, “We do not construct
our interpretations in isolation but against a backdrop of shared understandings, practices,
language, and so forth” (p. 36). All assistant principals in the selected school district must attend
the same systemic professional development. Since I currently serve in the role of assistant
principal in the same school district, there are instances where I attend the same professional
development sessions with the participants. Also, I have personal relationships with some of the
participants. Due to the excessive demands placed on assistant principals in the district, we often
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communicate and share best practices to accomplish tasks. Communication often occurs before
or after school hours which interferes with personal responsibilities. Additionally, the assistant
principalship requires visitation to another school to address discipline issues or instructional
concerns. These interactions foster personal and professional relationships. The relationships
will require bracketing to remove prejudgments and bias from captured textual and structural
descriptions (Creswell & Poth, 2018; Moustakas, 1994). Thus, the following prejudgments and
biases was acknowledged during data collection and analysis:
•

All participants share in work-life balance conflict due to multiple roles;

•

The participants will voluntarily share and be honest with their struggles and
approaches; and

•

The researcher will accurately report her views and statements as well as those of
the participants.

To that extent, a limitation of this study was my biases of being female, a mother,
married, and an assistant principal who struggles with balancing personal and professional
responsibilities.
Data Collection
Data collection began after I received IRB and the school district’s approval. The
selected participants signed and returned their consent forms that were stored in a locked cabinet.
Pseudonyms were assigned at the beginning of each semi-structured interview for the
participants and school district throughout this study. The website www.babynamewizard.com
was used to identify pseudonyms for each participant using their birth year. The top names for
each decade were used as participant pseudonyms. Recordings from the interviews and focus
groups were transcribed by a professional transcription service. The recordings and
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transcriptions were backed up and stored on a password protected laptop (Creswell & Poth,
2018). A Google Form was used to collect demographic data in a survey format. The survey
data was housed using a password protected email account and laptop. Similarly, the
participants’ letters were anonymous and captured using a Google Form that was returned using
a password protected email account and laptop. A computer management program (NVivo 12)
was used to code collected data. Pseudonyms were used for the identification of participants and
for emerging themes and quotes. Triangulation and credibility were achieved using multiple
sources of data collection. Creswell and Poth (2018) described triangulation as the “use of
multiple and different sources, methods, investigators, and theories” to corroborate and validate
the collected data (p. 328). A semi-structured interview, document analysis, and a focus group
were used to understand the work-life balance approaches of female assistant principals and
increase the reliability of the data. The demographic survey provided context for the interview
transcriptions and helped with describing each participant. The data collection and analysis
followed the transcendental phenomenology methods described by Moustakas (1994).
Interview
A semi-structured interview was the first data collection method to understand work-life
balance approaches of participating female assistant principals. Moustakas (1994) described
phenomenological interviews as “an informal, interactive process and utilizes open-ended
comments and questions” (p. 114). Twelve female assistant principals were selected for a semistructured interview and asked open-ended questions about how the impact of their role and
work-life obligations negatively or positively affects their lives. Eighteen open-ended questions
were used to understand how a female assistant principal’s role affects their work-life balance
and well-being. All interviews were virtual using Google Meet code and lasted 45 minutes to
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one hour. The interview was audio recorded and an interview protocol was used to record notes.
Interview recordings were transcribed, coded, and categorized to understand the meaning of
participant descriptions.
Interview Questions
Work-life Balance Approaches
1. Tell me about yourself (SQ1).
2. Why did you choose education as a career (SQ1)?
3. Describe your teaching experience (SQ1).
4. What experiences as a teacher prompted you to pursue an assistant principal position
(SQ1)?
5. Describe a positive interaction you experienced as an assistant principal (SQ1).
6. Describe a challenging interaction you experienced as an assistant principal (SQ1).
7. Explain how much time you spend after school completing work related tasks and the
impact on your family obligations (SQ1).
8. Explain how you spend time with your spouse or significant other exclusive of attending
to children and work responsibilities (SQ2).
9. Describe how you spend time with your children and other family members exclusive of
attending to work responsibilities (SQ2).
10. Tell me about a time when you missed a family activity because of work responsibilities
and the impact it had on your family (SQ2).
11. What does work-life balance mean to you (SQ2)?
12. Describe how you manage professional and personal tasks (SQ2).
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Well-being on Work-life Balance Approaches
13. What type of food options do you choose to support a healthy lifestyle (SQ3)?
14. In what ways, if at all, do you experience stress manifested by your role as an assistant
principal (SQ3)?
15. Describe the strategies you use to de-stress from the workday and how often you use
those strategies (SQ3).
Role Conflict on Work-life Balance Approaches
16. Describe your role within the school and family (SQ1).
17. Describe your interaction between work and family roles (SQ1).
18. In what ways, if at all, does your role as a mother, spouse or significant other influence
your experience as an assistant principal (SQ1)?
The purpose of questions one through four was to help create a stress-free, transparent
interview environment. Moustakas (1994) recommended that the interview should begin with “a
social conversation aimed at creating a relaxing and trusting environment” (p. 114). Erlandson et
al. (1993) confirmed the validity of a relaxing environment by suggesting that humor should be
used to set a positive tone for interviewing. Also, these questions align with the central question
and allow participants to reflect on why they sought an assistant principalship.
Questions five through nine, 10, 11, and 12 addressed possible work-life balance
conflicts due to the demands and pressures of work (Beigi et al., 2017; Gravador & Teng-Calleja,
2018; Irfan & Azmi, 2015;). These questions allowed participants to reflect on their daily
responsibilities between work and life and recognize areas of conflict that produce imbalances.
Questions 13, 14, and 15 examine the assertion that work, and family imbalances
negatively affect health and wellness (Beisser et al., 2014; Minnotte & Yucel, 2017; Tikkanen et
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al., 2017). Participants noticed how they may or may not attend to their personal well-being due
to imbalances between work and life obligations.
Questions 16, 17, and 18 investigate the influence of role on professional obligations as
described by Biddle (1986), Buchanan (2014), Dumas and Stanko (2017), and Greenhaus and
Beutell (1985). These questions asked participants to examine their current role and how
conflict can arise due to imbalances at home or work.
Letter to a First-Year Assistant Principal
Document analysis was used to supplement interviews (Creswell & Poth, 2018) and
focus group responses. Patton (2015) supported the use of document analysis because
“aspirations can be revealed, arrangements, tensions, relationships, and decisions that might be
otherwise unknown through direct observations” (p. 376). To discover balances and imbalances
with work and life responsibilities, I conducted a review of documents. At the conclusion of
each semi-structured interview, participants were emailed a link to a Google Form to write a
letter. Participants wrote an anonymous letter to first-year assistant principals describing their
experiences in the position, work-life conflict, potential role conflict, and recommendations to
resolve imbalances directly into the Google Form. The Google Form did not collect or ask for
identifying information and automatically submitted back to the researcher’s password protected
email account and laptop. Nine letters were returned after email reminders (see Appendix K).
Themes were identified, coded, and characterized by similar and dissimilar descriptions. The
data collected helped to show how female assistant principals are managing their personal and
professional responsibilities.
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Letter to First-Year Assistant Principal
1. Write an anonymous letter to a first-year female assistant principal about your experience
in the position that will foster a successful work and life balance and lead to satisfaction
and advancement to the principalship (CQ).
According to Bowen (2009), personal documents provide first-person accounts of an
individual’s actions. The letter from an expert assistant principal to a first-year assistant
principal helped to understand role and work-family conflicts experienced in the position. Also,
document analysis was used to confirm the preliminary themes identified from the semistructured interviews.
Focus Group
A focus group involves recruiting a small group of people who share a characteristic
(Silverman, 2011). This study used a focus group consisting of nine participants who were
purposely selected from the semi-structured interviews. This method was best due to the need
for selecting participants that meet a specific criterion. Krueger (1994) suggested that
participants should have similar demographics such as age and gender. Patton (2015) described
focus groups as “6 to 10 people with similar backgrounds who participate in the interview for
one or two hours” (p. 475). Four elementary school, three middle school, and two high school
assistant principals participated in the focus group. A focus group allowed participants to hear
the experiences of colleagues and extend their interview statements.
The focus group was virtual and allowed participants to reflect on their personal
interviews and hear the experiences of peers. Participants were emailed a Google Meet code
with the date and time for the 60-minute focus group. Due to the rich dialogue, the focus group
lasted one hour and 30 minutes. The focus group was audio-recorded using two digital tape
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recorders. Also, field notes were composed with descriptions and notations of vocal cues, body
language, and feelings. Reoccurring themes and quotes were coded to draw relationship between
the phenomenon and identify key terms. Thematic analysis was used to understand the meaning
of participants’ descriptions through categories aligned to the central research question (Bowen,
2009). The recordings were transcribed using a professional service (Temi.com), backed up, and
stored in a locked cabinet.
Focus Group Questions
1. What challenges did you experience last school year that negatively impacted work and
life balance (SQ1)?
2. Describe an activity from last week that interrupted your work and family responsibilities
(SQ1).
3. How do you define work-life balance (SQ2)?
4. Describe the approaches that contributed to a successful balance between work and life
responsibilities (SQ2).
5. Describe how you handle imbalances between work and family (SQ2).
6. What factors influence your decision on how you negotiate your time between work and
family responsibilities (SQ2)?
7. Tell me a time when you experienced work conflict due to your role. Describe how you
addressed the conflict and the impact with your family responsibilities (SQ1).
8. Compared to male assistant principals, describe how workload, supervisor support,
coworker support, and work-life conflict differs for female assistant principals (SQ3).
9. Suppose that you are a current principal, what changes would you make to ensure your
assistant principal(s) have a balance with work tasks (SQ3).
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10. Of all the things discussed, what aspect of work-life balance is most important to you
(SQ3)?
Patton (2015) explained that focus groups are a social experience that “increases the
meaningfulness and validity of the findings” (p. 474). Questions one and two sought to
understand the position of an assistant principal (Allen & Weaver, 2014; Barnett et al., 2012;
Shore & Walshaw, 2016). Participants reflected on their past and current experiences of the
assistant principalship and how those experiences triggered imbalances with work and life
responsibilities.
Questions three, four, five, and six helped to identify strategies that support a successful
work and life balance for an assistant principal (Beisser et al., 2014; Oplatka, 2017; Tikkanen et
al., 2017). These questions allowed participants to describe their approaches to achieve a
balance between work and life as well as shared how they address imbalances.
Question seven addresses potential role conflict experienced by female assistant
principals (Hwang & Ramadoss, 2016; Oplatka, 2017; Vial, Napier, & Brescoll, 2016).
Participants reflected on the competing roles they assume and the impact on work and family
responsibilities.
Questions eight, nine, and 10 helped foster a discussion on the inequities that exist for
female assistant principals with children, a spouse or significant other (Beisser et al., 2014;
Grissom et al., 2015; Oplatka, 2017). These questions allowed the participants to delve into the
nuances of gender and school district practices and procedures that can impede the success of
female leaders.
Data Analysis
Participant transcripts and letters were analyzed using Moustakas (1994) seven methods
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for data analysis. Before implementing the seven steps of data analysis, bracketing is required to
remove biases and preconceived ideas about the studied phenomenon. This process attempts to
prevent personal experiences from influencing the analysis process. According to Moustakas
(1994) the first step in data analysis is horizonalization of the data whereby preliminary
statements are grouped. The second step, reduction and elimination, requires the removal of
overlapping or repetitive statements that are not associated with the experience know as invariant
constituents. The third step involves clustering and thematizing the invariant constituents to
form themes aligned to each participant’s experience. Step four is the validation of the invariant
constituents and themes to ensure alignment with participants’ significant statements. The fifth
step entails writing individual textual descriptions for all participants’ perceptions of the
phenomenon studied. Moustakas (1994) recommends using “verbatim examples from the
transcribed interview” (p. 121). Step six uses imaginative variation to construct individual
structural description based on the essence or main structures of the experience. The seventh
step requires creating a textural-structural description “of the meanings and essences of the
experience, incorporating the invariant constituents and themes” (p. 121). By utilizing
Moustakas (1994) methods, I was able to combine individual textural and structural descriptions
to construct a composite meaning of the phenomenon.
Epoche
The first stage of transcendental phenomenology requires the researcher to bracket
firsthand experiences with work-life balance as a female assistant principal. Creswell and Poth
(2018) described epoche or bracketing as the researcher setting aside their experience and
viewing the phenomena through a different lens. Before reading through the transcriptions, I
attempted to bracket out my personal experiences as a female assistant principal. Before
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conducting the semi-structured interviews, I wrote a journal entry to help describe my
preconceptions and perspectives of being a mother and married female assistant principal who
struggles with balancing personal and professional responsibilities. The entry also included what
I would share with a first-year assistant principal. Memoing was used throughout the data
collection and analysis process to document my thoughts and reactions to participant statements,
codes, and themes.
Phenomenological Reduction
According to Moustakas (1994), phenomenological reduction “is the task of describing
textual language just what one sees, not only in terms of the external object but also the internal
act of consciousness, the experience as such, the rhythm and relationship between phenomena
and self” (p. 90). Using a reflective process, transcriptions and letters were reviewed multiple
times to “grasp the full nature of a phenomenon” (Moustakas, 1994, p. 93). Horizonalization is
the first step in the phenomenological reduction process where participant significant statements
aligned to the phenomenon are listed and grouped (Moustakas, 1994). Before identifying
significant statements, I used the epoche process to remove potential biases while reading
participant transcripts and letters. After reading all data points, the documents were imported
into NVivo 12 data analysis software. NVivo 12 was used to organize, sort, code, and categorize
significant statements from the transcripts and letters. Creswell and Poth (2018) recommended
using computer data analysis software to help engage in active reading of the data to identify
codes and themes that can visually show relationships using various mapping tools.
Horizonalization
To begin horizonalization, anchor codes were assigned to research questions using NVivo
12. Word frequency queries were run to identify the frequency of statements, and significant
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participant statements were highlighted that related to the research questions and coded. All
statements were referred to as a horizon and placed under the respective anchor code into a
thematic list. The meaning of each code was placed in the description box in the NVivo 12
program.
Reduction and Elimination
The next step in data analysis was the process of reduction and elimination. Statements
were removed that did not “contain a moment of the experience that is necessary and sufficient
constituent for understanding” or was not “possible to abstract and label” (Moustakas, 1994, p.
121). The remaining statements were examined to determine if they captured the experiences of
the phenomenon and redundant statements were eliminated.
Clustering and Thematizing
An individual-based sorting strategy (Adu, 2019) was used to group and categorize codes
to generate themes. The strategy required the identification of the dominant code by the
frequency. The dominant codes were placed in clusters and compared to non-dominant codes.
Codes were clustered according to their shared relationships, and new clusters formed for new
codes if they were unrelated. This process of validation required removing unrelated codes from
the list. Individual textual descriptions were constructed from all relevant codes that portrayed
what the participants experienced.
Imaginative Variation
Moustakas (1994) described imaginative variation as the process of arriving “at structural
descriptors of experience, the underlying and precipitating factors that account for what is being
experienced” (p. 98). To maximize the potential depth of the phenomenon’s description, the
participants’ letters, statements, and quotes were analyzed from different angles to discover the
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experience’s root cause (Moustakas, 1994). Additionally, participant background and
characteristics were analyzed to support the development of a structural description.
Potential relationships between themes were examined from varying perspectives that identified
a meaning of the participants’ experience (Adu, 2019). From the extrapolation of themes, an
individual structural description was constructed to portray the participants’ experience.
Synthesis of the Phenomenon
The final step in the data analysis process was to synthesize the “integration of the
composite textural and composite structural descriptions” to create a unified meaning and
description of the phenomenon (Moustakas, 1994, p. 100). The individual textual and structural
descriptions were merged and compared to all relevant data. The final description of the
phenomenon was amalgamated into a narrative of the work-life balance experiences of a female
assistant principal with life responsibilities.
Trustworthiness
The purpose of this study was to find successful work-life balance approaches for female
assistant principals that will improve satisfaction within their position and create interest in
seeking a principalship. To carry out the study’s purpose, the findings must be valid and capture
the true essence of the phenomenon. Lincoln and Guba (1985) described trustworthiness as “a
system of useful checks and balances” by ensuring credibility, dependability, confirmability, and
transferability of findings (p. 108). Multiple methods were used to ensure trustworthiness of the
data collected from the semi-structured interview, letter, and focus group. Member checking
supported the credibility of the findings by allowing participants to review transcriptions. The
use of auditing procedures (see Appendix L) supported the dependability and confirmability of
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data analysis in addition to the transferability of thick descriptions of the phenomena that will
allow others to see themselves in the lived experience.
Credibility
Lincoln and Guba (1985) suggested that the credibility of research findings is achieved
through a prolonged period of engagement. I used data triangulation for the semi-structured
interview, document analysis, and focus group to analyze consistencies in the findings from
personal and professional experiences of female assistant principals. Member checking was used
to confirm interview and focus group transcriptions. Participants were emailed their quotes and
descriptions separately to confirm accuracy and to clarify or elaborate their statements.
Furthermore, participants were instructed to contact the researcher if they disagreed with the
quotes or felt that there was a misrepresentation of their description. Lincoln and Guba (1985)
approved the use of member checks to ensure accurate reconstructions of participants’
comments.
Dependability and Confirmability
An organized running account of documents and methods showing data collection
processes will determine the study’s dependability (Erlandson et al., 1993). Recordings and
transcriptions from semi-structured interviews, document analysis write-ups, focus group,
methodological notes, and a daily running log that outlines every step of the research process
was adhered to throughout the study. Keeping a detailed audit trail helped to “determine if the
conclusions, interpretations, and recommendations can be traced to their sources and if they are
supported by the inquiry” (Erlandson et al., 1993, p. 35). Additionally, an audit trail ensured that
the methods and processes were detailed so that the study could be replicated to achieve
comparable results (Lincoln & Guba, 1985).
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Confirmability ensures that the data is grounded in evidence instead of the researcher’s
biases (Lincoln & Guba, 1985). To ensure the confirmability of the study, the data was checked
and rechecked throughout the study using member checking for all the data collection processes
(Erlandson et al., 1993). The use of journaling helped to identify the researcher’s biases about
the phenomenon and excluded them from the synthesis of descriptions and data analysis. The
use of an audit trail helped determine confirmability with methods, notes, and memoing during
interviews and focus group sessions.
Transferability
According to Lincoln and Guba (1985), a naturalist can only provide a thick description
to aid another individual in crafting and transferring a conclusion. I tried to analyze all data
points to the best of my ability to support the transferability of evidence about the work-life
balance approaches of female assistant principals. In addition to thick descriptions, I used direct
quotes and statements from participants that help to foster a better understanding of the
phenomenon. Erlandson et al. (1993) stated that “effective thick descriptions bring the reader
vicariously into the context being described” (p. 33). It was my goal to ensure that the findings
are applicable in other settings and with other participants in the field of school leadership
(Erlandson et al., 1993; Lincoln & Guba, 1985; Miles & Huberman, 1994).
Ethical Considerations
The study focused on the work-life balance approaches of female assistant principals.
Procedures outlined in this study required participants to share personal and professional
experiences in a face-to-face setting, a group setting, and through a writing prompt. As part of
the transcendental phenomenological design, I obtained informed consent from all participants,
and ensured that they understood that participation was voluntary and they could withdraw from
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the study at any time. Full disclosure of the study’s purpose and requirements were shared with
the university, school districts, and participants. Care and sensitivity (Yin, 2014) were adhered
to throughout the study to protect the participants. The privacy and confidentiality of the
participants were protected using pseudonyms with their profiles secured and unidentifiable.
The website www.babynamewizard.com was used to identify pseudonyms for each participant
using their birth year. The top names for each decade were used as participant pseudonyms.
A list was created to match participant with pseudonym and stored in a lock cabinet. The Google
Form was designed to anonymously submit participant responses to a password protected email
account. All transcriptions, notes, and recordings were password protected and stored in a
locked cabinet. Participants had the opportunity to review transcriptions to confirm accuracy of
their description of work-life balance. I tried my best to report multiple perspectives from the
data to ensure positive and negative findings are shown. All participants received a $20.00
Amazon gift card after completing the interview, document analysis, and attending the focus
group session.
Summary
This chapter discussed the transcendental phenomenological design used to understand
the essence of how the identity of a female assistant principal who is a mother, married or living
with a significant other affects her approach to a balance between work and life responsibilities.
The setting was described to support the rationale of the study, organizational structure, student
and employee demographics, and the amount of funding available. Twelve female assistant
principals who have children and are married or living with a significant other were selected to
take part in a semi-structured interview and focus group. An anonymous letter to a first-year
assistant principal from an experienced assistant principal was used as document analysis and
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interpreted to show work-life balance approaches. The letters allowed participants to vividly
reflect on their experiences as suggested by the imaginative variation process. Also, the letters
limited any influence by the researcher and allowed the participants to be more self-reflexive
about their experience as a first-year assistant principal. To support the well-being of the
participants, ethical principles were adhered to throughout the study. Pseudonyms were used for
the participants and school name. Confidentiality of the data was protected by storage in a
locked file cabinet and on a password protected laptop. All data points remain in a locked
cabinet and password protected laptop and will be destroyed after the required three-year
retention period is met. The study adds to the body of literature about work-life balance
structures especially for female assistant principals and how role conflict plays a role in their
success.
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CHAPTER FOUR: FINDINGS
Overview
The purpose of this transcendental phenomenological study was to understand the worklife balance approaches of female assistant principals. The goal was to identify successful
approaches used by female assistant principals to balance work and life responsibilities to
encourage them to pursue a principalship. This chapter presents a narrative of the daily routines
and interactions of 12 participants. The participants were recruited from elementary, middle, and
high school levels across the Middleburg school district to understand how female assistant
principals experience work and life demands at different grade levels.
Data collection and analysis followed the transcendental phenomenology methods
defined by Moustakas (1994). QSR International NVivo 12 qualitative software was used to
code and identify themes from participant responses. Findings from participant semi-structured
interviews, document analysis, and the focus group were analyzed to understand female assistant
principals’ lived experiences and their approaches to balance work and life responsibilities.
Themes from the data are presented that addressed the research questions followed by a chapter
summary.
The study was guided by the central research question that asked, “What are the lived
experiences of female assistant principals in connection with their role and approach to balance
work and life responsibilities?” The following sub-questions also guided the study to understand
the approaches of female assistant principals:
1. How do female assistant principals describe their experience in the role of mother and
spouse and/or significant other?
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2. What are the work-life balance approaches described by female assistant principals to
achieve a balance between personal and professional responsibilities?
3. How do female assistant principals describe the effect of work-life imbalance on their
well-being (e.g., emotional, mental, physical, and/or spiritual)?
Participants
Participants for this work-life balance study consisted of 12 female African American
assistant principals. After each semi-structured interview, participants completed a demographic
survey identifying the school level, number of years as an assistant principal, the number of
children, and if they were married or living with a significant other (Table 1). The number of
years serving as an assistant principal ranged from 1 to 13 years. Five of the participants were
administrators at the elementary school level, three at the middle school level, and four at the
high school level. All participants have one or more children receiving their education through
the same school district, are currently in college, or employed. Out of the 12 participants, four
are currently living with a significant other. Data collected from the semi-structured interviews
and focus group describes the imbalances with work and life responsibilities across all grade
levels.
Pseudonyms were assigned to each participant to ensure confidentiality and used across
all data collection methods. However, the researcher decided to omit certain information
because of the potential for breach of confidentiality. Participants were open and honest about
their struggles to balance the assistant principalship and life responsibilities. Their experiences
were sensitive, and the approaches they used to handle stress varied. Participant statements and
quotes are presented verbatim to include grammatical errors in speech and writing throughout
this chapter to describe their experiences accurately. Also, the demographics of each participant
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are described according to the order of their semi-structured interview. The chapter will conclude
with a summary.
Table 1
Participant Information
Participants

Age Range

Married/
Significant Other

Number of
Children
1

Assistant
Principal
Years
1

Alice

40-49

Significant Other

Robin

50-59

Kelsey

School
Level
Middle

Married

2

12

Elementary

30-39

Significant Other

1

3

High

Emily

40-49

Married

1

13

Elementary

Julie

30-39

Married

4

2

Elementary

Shannon

40-49

Significant Other

1

5

Elementary

Tracy

40-49

Married

3

2

High

Tina

40-49

Married

1

4

Elementary

Tiffany

40-49

Married

2

4

High

Gabrielle

40-49

Significant Other

2

1

Middle

Courtney

50-59

Married

2

12

Middle

Melissa

40-49

Married

1

5

High

Alice
Alice is Caribbean born and was encouraged to pursue a career in education as a young
child. Four of her five Aunts are educators and pushed Alice to enroll in a teacher preparation
program while in high school. This experience confirmed her interest in education and upon
graduation, she enrolled in a post-secondary teacher certification program. To date, Alice has 18
years of experience in the field of education. She is a first-year assistant principal at a 6th
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through 8th-grade Title I middle school and between 40-49 years old. Alice has an elementaryage child and lives with a significant other. Her previous experience included teaching overseas,
serving as a reading specialist, testing coordinator, and an instructional lead teacher. While
serving in different teacher leader positions, Alice found time to enroll and complete her doctoral
studies. Alice’s goal was to seek an administrative position in the curriculum office and not at
the school level. She acknowledges that it was the support of two previous supervisors that
prompted applying for a leadership position. Alice described the support she received from
different supervisors and how their encouragement pushed her into the assistant principalship.
Although Alice lives in the same district as her school, she described her first year as a
little hectic because her supervisor was on leave for a few months. Due to the absence of a
supervisor, she was required to navigate the assistant principalship with little guidance and spent
extended hours at work. Work-life balance was described by Alice as having the time to read
and watch movies. Alice also stated her work-life balance includes spending time with family,
her significant other, and attending her child’s events.
Robin
Robin began her education career as a substitute teacher in a Northeast school district
where she attended as a child. Her various experiences as a substitute helped fuel her interest in
education. Robin is in the 50-59 age group, married with two children, and a veteran assistant
principal with 12 years of experience at the elementary level and has been in education for over
25 years. Over the years, Robin attended universities close to the school districts where she
received two master’s degrees. She is currently an administrator at an elementary International
Baccalaureate school.
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Before accepting an assistant principal (AP) position, she was a mathematics and reading
teacher and a professional development specialist. These experiences prompted her to seek the
assistant principalship because she saw the need to monitor instruction to ensure student learning
and curriculum implementation are evident across all classrooms. When asked about her worklife balance definition, Robin explained that it includes practicing self-care for her and the
family. Also, she suggested that taking a long walk or listening to relaxing music are included in
her work-life balance definition. Robin noted that she would like to seek a principalship once
her children are self-sufficient.
Kelsey
Kelsey is from the Southeast and the first in her family to receive a master’s degree. She
has 15 years in education and just completed her third year as an assistant principal at the high
school level and is 30-39 years old. Kelsey has one child and is living with a significant other.
As a classroom teacher, Kelsey taught first graders and moved to high school, where she enjoyed
teaching older students and served as a ninth-grade coordinator.
Kelsey’s support from her current supervisor prompted her to apply for an assistant
principalship. She felt comfortable seeking an AP position because her current supervisor was
happy with her work performance and wanted to groom her for a leadership position. Kelsey
was promoted to the assistant principalship in her same school resulting in conflict with some
staff members. She explained how the conflict resulted in stress and unhealthy eating habits.
Her perfect work-life balance scenario is to leave work at a responsible time and have time to
stop by a department store or take a walk with the family and their dog.
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Emily
Emily grew up in the South and attended a local university near her hometown. Over her
25 years in education, she served in multiple teacher leader positions before her assistant
principalship. She was a reading specialist and a school improvement specialist. Emily is
between the age of 40-49, has one child, is married, and has been an assistant principal for 13
years at the elementary level. The bulk of her experiences have been at a Title I elementary
school. From the semi-structured interviews, Emily explained her “why” for seeking an AP
position. According to Emily, her love is children, teaching, and learning. She enjoys the
interaction and smiles when a student grasps a concept and is pleased with their new knowledge.
Emily described work-life balance as a separation between work and home. She is
adamant that work should be completed at work, and home tasks should be done at the home.
Emily concludes that individuals should not feel bad about using their leave for wellness
appointments or family demands. Additionally, Emily is a crafter, and her work-life balance
includes making handmade cards, scrapbooks, and reefs. She also enjoys going to her child’s
gymnastics, cheerleading practices, and events. Although Emily recognizes conflict will exist
with supervisors, she is still interested in a principal position once her child enters high school.
Julie
A career in education was not the first choice for Julie. Her undergraduate degree is in a
non-education field. After having her first child, she decided to make a transition into teaching
due to the flexibility in hours. She began her career as a special education paraprofessional and
switched to general education shortly after enrolling in a resident teacher program for
certification. Currently, Julie works in the school district where she lives, has 12 years of
education experience, and is between 30-39 years old. Her first education job was at an
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alternative school, and then she moved to an elementary school as a general educator and Title I
coordinator. After receiving her master’s degree, Julie wanted additional leadership experience.
She realized her roles and responsibilities as a Title I coordinator blended well with an
administrative position, noting that the coordinator’s expectations mirrored those of an assistant
principal. Married with four children, Julie has two years of experience as an assistant principal
at an elementary creative and performing arts school. Shortly after accepting the assistant
principalship, she was also accepted into a doctoral program. Julie acknowledges that her work
and home demands “are a little out of whack” due to her doctoral studies. She is aware that she
needs to create balance for her mental health and to do the things she enjoys. For instance, Julie
likes to watch movies with her family and train for local marathons. Although she recognizes
the current imbalances and the impact on her daily interactions, she might seek a principalship
soon.
Shannon
Shannon has 17 years in education and was born and raised in the school district where
she works. She left corporate employment to become a teacher after having her daughter due to
flexible work hours. To date, Shannon just completed her fifth year as a Title I elementary
assistant principal and is in the 40-49 age group. She is living with a significant other and has
one child.
Before becoming an assistant principal, Shannon was a team leader, a school based
instructional team leader, and a Dean of discipline at a high school. These experiences shaped
her leadership style and prepared her for an AP position. Reflecting on her teacher leader
experiences, she recounted similarities in responsibilities with the assistant principalship. Worklife balance to Shannon entails meeting the expectations of work and home without jeopardizing
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family relationships. She recognizes that work and home may overlap at times, and it is vital to
minimize the amount of overlap. Shannon enjoys attending her child’s athletic events,
exercising with her trainer, and spending time with her significant other. Even though she has
four years in a leadership position, Shannon is not interested in pursuing a principalship. She
enjoys serving as a career assistant principal.
Tracy
Tracy attended a post-secondary institution for physical therapy. As an elective credit,
Tracy decided to take a child development course. One of the course requirements was to assist
with a pre-K autistic program. This experience sparked her interest in education and prompted
her to change her major. Tracy explained that she always had a feeling that her purpose was to
serve, and she changed her major to elementary education.
Tracy is married with three children and has been a Title I high school assistant principal
for two years, and is between 40-49 years old. Throughout her education career, she received
support from family members and a mentor teacher. For instance, besides her husband’s help,
her mother helped to raise her children because of the assistant principalship demands. After two
years in the classroom, her leadership roles began as a mentor teacher because of her strong
instructional skills observed by her supervisor. After spending three years as a mentor teacher at
the district level, she returned to middle school to be a testing coordinator and data coach. Using
her experience as a mentor teacher, testing coordinator, and data coach, Shannon applied and
was offered an assistant principalship at the high school level. Her work-life balance involves
managing the responsibilities of work and home to avoid conflict. Although her commute is
almost two hours each way, Tracy tries to attend her children’s athletic events and find time to
spend with her husband.
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Tina
Tina is from a Sunbelt State, where she received her undergraduate degree in chemistry.
Shortly after graduating from college, she began teaching chemistry as a provisional certified
teacher. She chose education as a career because of the opportunity to create an environment
where learning is reciprocal, and students are inspired to take ownership of their learning. Tina
is in the 40-49 age group, married with one child, and has been an assistant principal for four
years. Recently, Tina completed her doctoral studies with the hopes of obtaining a principalship.
Besides teaching chemistry, she taught environmental science and physics before moving
to a central office position as a science specialist. During her years in the classroom, she served
in various leadership positions to include coaching and National Junior Honor Society sponsor.
She acknowledged that her leadership style was developed and shaped by supervisors. Tina’s
previous supervisors saw her potential, which is why she pursued an assistant principalship. She
admitted that an assistant principalship was not her goal and knew that her most significant
impact would be at the schoolhouse and not in a district office position.
Tina views work-life balance as a separation between work and life demands. She admits
that overflow with responsibilities will occur in extreme situations as a result of unexpected tasks
or events. Moreover, Tina astated that work-life balance includes not stressing yourself out,
practicing self-care, and finding time to relax. She also enjoys going to different restaurants and
spending time with family and friends, coupled with attending her daughter’s dance recitals.
Tiffany
Tiffany is a career changer and was a professional development trainer in a corporate
environment. During her years as a trainer, she began working with autistic children and their
parents. These interactions increased her interest in working with children and the decision to
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transition into the field of education. Another reason for moving into teaching was to gain
knowledge and insight into the school district, where she planned to send her children. Tiffany
has been an assistant principal for four years at a charter high school and is married with two
children and between 40-49 years old.
Before accepting an assistant principalship, Tiffany was a Spanish teacher for grades 9
through 12. During her time as a teacher, Tiffany was asked to assume a dual enrollment
coordinator position. The coordinator position required monitoring instruction, student
discipline, and addressing parent concern which are similar to the roles in an assistant principal’s
responsibilities. This opportunity increased her desire to leave the classroom. Tiffany’s
leadership responsibilities increased, which resulted in an assistant principalship.
She described work-life balance as ensuring time is set aside for work and family
demands. Balance includes dedicating adequate time to both areas to avoid conflict. As part of
her work-life balance, Tiffany also likes to ride bikes with her family, take a yoga class, and
watch television. She believes compartmentalizing responsibilities is the key to balance.
Gabrielle
Gabrielle is between 40-49 years old, is living with a significant other, and has two
children. She pursued the non-traditional route to teacher certification. After receiving her
undergraduate degree, Gabrielle enrolled in a one-year master’s program, that included a
teaching endorsement. She worked as a provisional certified teacher during the day and enrolled
in evening classes to obtain her certification. Upon completion of her program she was able to
get employment in a neighboring school district.
Before obtaining her assistant principalship, she was a science teacher. As a former
science teacher at the middle and high school levels, Gabrielle always had a leadership role as a
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team leader or content department chair. She explained how supervisors would ask her to
assume various leadership tasks and responsibilities throughout her career. These opportunities
kindled her interest in administration and began her search for an assistant principalship.
Gabrielle is an assistant principal who just completed her first year at a Title I middle school.
During the semi-structured interview, Gabrielle described work-life balance as being
productive across both areas and managing your responsibilities. She explained that she tries to
attend her sorority events in addition to spreading her time between work and home. Gabrielle is
an empty nester going into her second year as an assistant principal. Her youngest child plays
collegiate sports, and she blocks out time to attend his games. Gabrielle plans to spend more
time with her family and friends in addition to exercising more.
Courtney
Courtney grew up near the school district where she is employed. She has 31 years of
experience across two school districts. Courtney is in the 50-59 age group, has taught third
through fifth grade, and served as a reading recovery teacher and reading resource teacher. She
sought a career in education because of the desire to expose students to opportunities she was not
afforded as a child.
As a married mother of two and assistant principal with 12 years in the position, she
credits working with great principals as a reason for seeking an assistant principalship. They
placed her in school-based experiences where she could hone her leadership behaviors. Not to
mention, growing up, Courtney was always viewed as a leader and enjoyed bossing her peers. In
her opinion, she always had a goal to obtain a leadership position.
When asked about how she balances work-life, Courtney explained that it includes
having the time to address her mother’s husband, and children needs. It also is managing time
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with work and home tasks that often collide or conflict. Courtney enjoys spending time with her
family. She mentioned that pre-COVID, the entire family, including cousins, would take a
yearly cruise. Her pre-COVID activities also included going to the mall and movie theaters with
the family. Courtney is now an empty nester and cannot wait for the ability to go home and do
absolutely nothing.
Melissa
Melissa is employed in the same school district where she was raised. She was offered a
full scholarship to attend a D1 university in another state. Melissa completed her undergraduate
studies that did not lead to a teaching endorsement. She decided to enroll in a teacher
preparation master’s program at her alma mater. Melissa’s desire to enter the education field
was due to her grandmother’s influence. After receiving her teaching endorsement, Melissa
returned home and sought a teaching position in the same school district where she was a
graduate.
Melissa’s grit is driven by her grandmother’s support, and the vision that education is a
calling and ministry. As a former elementary reading teacher, Melissa collaborated with feeder
middle schools and often served as the lead teacher in the principal’s absence. Her diverse
background includes a literacy coach position with the department of curriculum and instruction
and a consultant for the state department of education. These opportunities and guidance from
supervisors helped Melissa to transition from the classroom to administration. To date, Melissa is
a married fifth-year assistant principal, between 40-49 years old, with one child. Over the years,
Melissa experienced a few health challenges while navigated through the expectations and
responsibilities of an assistant principalship.
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When asked about work-life balance, Melissa believes that it does not exist. She
continued to say the demands of the assistant principalship is never-ending and that the district
has unrealistic expectations for the position. Melissa also shared that if there were more hours in
a day, she would get frequent massages and attend church more often. She would also like to
attend more of her child’s athletic events with the family.
Results
This study aimed to understand the work-life balance approaches of the 12 assistant
principal participants. The collection of data began with virtual semi-structured interviews using
Google Meet due to COVID-19. After each semi-structured interview, participants were emailed
a Google Form link to write their anonymous letters to a first-year assistant principal. Data
collection concluded with a virtual focus group consisting of nine participants using Google
Meet. Through member checking, participants were allowed to review their respective
transcripts for accuracy. All participants were satisfied with the contents of their transcripts.
Data were analyzed using Moustakas (1994) method for transcendental phenomenology through
epoche, phenomenological reduction, imaginative variation, and the synthesis of textural and
structural descriptions to identify the essence of the lived experience. A description of the
themes revealed during data analysis is explained in the following section.
Theme Development
NVivo 12 software was used to analyze the transcripts and letters, develop and define
codes, and find themes. Specifically, the participant letters and transcripts from the semistructured interviews and focus group were imported into the software. Anchor codes were
assigned to research questions, and significant participant statements were highlighted related to
the research questions. Any repetitive or unrelated statements were removed, and a descriptive
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code was used for all relevant statements. Open coding supported the capturing of significant
participant statements to create each code. The codes were placed under their respective anchor
code. An individual-based sorting strategy (Adu, 2019) was used to group and categorize codes
to generate themes. The strategy required the identification of the dominant code by tallying the
frequency, and the dominant codes were placed in clusters and compared to non-dominant codes.
Codes were clustered according to their shared relationships, and new clusters formed for new
codes if they were unrelated. The essence and meaning of the experience were identified. This
section will explain the data analysis processes used to develop themes and identify the essence
of the phenomenon (Moustakas, 1994).
Semi-structured interviews. Participant interviews were the first data collection source
used to help identify female assistant principals’ work-life balance approaches. Two digital
recorders were used to capture participant descriptions and quotes. An interview protocol
consisting of 18 open-ended questions were used with 12 participants. Eleven out of 12
interviews were conducted using Google Meet video and one dial-in. Participants were emailed
a calendar invitation that included a Google Meet code and a call-in number. One out of the 12
participants experienced internet issues which required the interview to switch from a virtual
interview to a phone interview. The same interview protocol was used to ensure dependability
and confirmability of the collected data. Each semi-structured interview lasted between 45
minutes to one hour. The interviews were conducted the last two weeks of the school year, and
the first 10 minutes of the interview session were used to reflect on the virtual learning
experience. I felt this time was two-fold; many were missing daily collegial, collaborative
conversations, and some wanted to debrief and have a close-out conversation that typically takes
place in the schoolhouse. This upfront time helped everyone to relax and clear their minds for
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the interview. At the conclusion of the interviews, a demographics survey was emailed to all
participants with a 100% return rate.
Document analysis. After each semi-structured interview, participants were emailed a
Google Form link. The link described the directions and expectations for writing the letter to a
first-year assistant principal. The Google Form did not collect any identifying information and
allowed participants to type in the provided field with no set character or word limits. The
purpose of keeping this data collection source anonymous was to allow participants to share
information they may not have felt comfortable sharing in a one-on-one setting. After each letter
was submitted, an email notification was sent to my inbox. By the end of the data collection
timeline, I received 11 out of 12 notifications. As a follow-up, a reminder email was sent to all
participants to complete the letter in hopes of getting all 12 participants to submit promptly. To
no avail, one letter was outstanding for data analysis. Although I was a little disappointed, I
considered the participant’s technical aptitude to access and submit Google Forms as a possible
explanation of participation in this activity.
Focus group. Like the semi-structured interviews, the focus group was conducted
virtually using Google Meet and was recorded using two digital recorders. The consent form
outlined the requirement of 6-9 participants for the focus group using purposeful sampling. The
12 participants were housed at different grade level configurations. Four participants were from
high school, three from middle school, and five from elementary school. Four high school
participants were selected, one from a Title I school, one from a Charter school, and one from a
traditional school. Three middle school participants were selected, two from a Title I school and
one from a non-Title I school. Five elementary school participants were selected, one from an
International Baccalaureate school, two from a Title I school, one from a Creative and
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Performing Arts school, and one from a traditional elementary school. Maximum variation
purposive sampling was used to identify a diverse range of participants who shared the
phenomenon at different grade levels. All participants received a calendar invitation with a date
and time for the focus group. All participants accepted the calendar invitation and attended the
virtual focus group that lasted one hour and 30 minutes. The focus group was comprised of four
elementary school assistant principals, three middle school assistant principals, and two high
school assistant principals. Although this was the first time several participants interacted, they
were comfortable speaking freely and sharing their experiences. I was fortunate to have met the
required number of participants, primarily due to the focus group’s timeframe.
Participant transcripts and letters were analyzed using Moustaka’s (1994) seven methods
for data analysis. Before implementing the seven steps of data analysis, bracketing is required to
remove biases and preconceived ideas about the studied phenomenon. This process attempts to
prevent personal experiences from influencing the analysis process. According to Moustakas
(1994), the first step in data analysis is horizonalization of the data whereby preliminary
statements are grouped. The second step, reduction and elimination, requires removing
overlapping or repetitive statements that are not associated with the experience. The third step
involves clustering and thematizing the invariant constituents to form themes aligned to each
participant’s experience. Step four is validating the invariant constituents and themes to ensure
alignment with the participant’s significant statements. The fifth step entails writing individual
textural descriptions for all participant’s perceptions of the phenomenon studied. Moustakas
(1994) recommends using “verbatim examples from the transcribed interview” (p. 121). Step six
uses imaginative variation to construct individual structural descriptions based on the
experience’s essence or main structures. The seventh step requires creating a textural-structural
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description “of the meanings and essences of the experience, incorporating the invariant
constituents and themes” (p. 121). Utilizing Moustakas (1994) methods, the individual textural
and structural descriptions were combined to construct a composite meaning of the phenomenon.
Epoche. The first stage of transcendental phenomenology requires the researcher to
bracket firsthand experiences. Moustakas (1994) described epoche “as setting aside
prejudgments, biases, and preconceived ideas” (p. 85). Before reading through the
transcriptions, I attempted to bracket out my personal experiences as a female assistant principal.
Before conducting the semi-structured interviews, I wrote a journal entry to help describe my
preconceptions and perspectives of being a mother and married female assistant principal who
struggles with balancing personal and professional responsibilities. The entry also included what
I would share with a first-year assistant principal. Memoing was used throughout the data
collection and analysis process to document my thoughts and reactions to participant statements,
codes, and themes.
Phenomenological Reduction. Phenomenological reduction “is the task of describing
textural language just what one sees, not only in terms of the external object but also the internal
act of consciousness, the experience as such, the rhythm and relationship between phenomena
and self” (Moustakas, 1994, p. 90). Transcriptions and letters were reviewed multiple times to
“grasp the full nature of a phenomenon” (Moustakas, 1994, p. 93) using a reflective process.
Horizonalization is the first step in the phenomenological reduction process where participant’s
significant statements aligned to the phenomenon are listed and grouped (Moustakas, 1994).
Before identifying significant statements, I used the epoche process to remove potential biases
while reading participant transcripts and letters. After reading all data points, the documents
were imported into NVivo 12 data analysis software. NVivo 12 was used to organize, sort, code,
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and categorize significant statements from the transcripts and letters. Creswell and Poth (2018)
recommended using computer data analysis software to help engage in the active reading of the
data to identify codes and themes that can visually show relationships using various mapping
tools.
Horizonalization began with anchor codes assigned to research questions. Significant
participant statements were highlighted that related to the research questions and then coded.
Several word frequency queries were run against the codes to identify the frequency of the
participants’ terms. All relevant statements were referred to as a horizon and coded under the
respective anchor code list. The meaning of each code was placed in the description box.
Through reduction and elimination, repetitive or unrelated statements were removed that did not
support the phenomenon. Statements were removed that did not “contain a moment of the
experience that is necessary and sufficient constituent for understanding” or was not “possible to
abstract and label” (Moustakas, 1994, p. 121). An individual-based sorting strategy (Adu, 2019)
was used to group and categorize codes to generate themes. The strategy required the
identification of the dominant code by tallying the frequency. The dominant codes were placed
in clusters and compared to non-dominant codes. Codes were clustered according to their shared
relationships, and new clusters formed for new codes if they were unrelated. This process of
validation required removing unrelated codes from the list. Textural and structural descriptions
were constructed for all participants to develop a meaning of the work-life balance approaches.
Transparency and credibility were increased by cleaning and repeatedly reviewing and
analyzing the data. Data exploration was conducted to code relevant information in order to
generate themes that address the research questions. The thematic classification of participant
experiences is listed in Table 2. Four themes emerged that encompass the participants’
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approaches to balancing work and life responsibilities. They are listed in order by the number of
open codes from greatest to least. The themes identified from the data analysis were:
1. Creating a balance
2. Practicing healthy eating and self-care
3. Identifying roles and responsibilities
4. Maintaining an organized system
This chapter will explain the themes using participant statements and quotes and the
correlation with each research question to help understand the essence of the phenomenon
(Moustakas, 1994). Additionally, sub-themes that surfaced from the coding process are
addressed.
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Table 2
Open Codes and Aligning Themes
Open codes
Building relationships
Finding a balance
Personal balance
Someone else’s urgency
Support from spouse
You are a mother
Choosing between home and work
Issues with scheduling vacations
Leave work at work
My family life suffers
Separation between home and work
Spending time with family and friends
Time to unwind from work
Trouble balancing home and work
Unplug
Work and family sacrifices
Afraid to use leave
Elevated levels of stress
Exercise to stay healthy
Experience health issues due to work
Managing stress
Medical marijuana
No scheduled lunchtime
Prayer
Prescribed medication
Selecting food choices
Self-care
Confronting hostility
Experience role conflict
Hostility
Incompatibility with responsibilities
Lack of supervisory support
Managing role conflict
Pressured to work long hours
Pushback from Staff
Daily and weekly checkpoints
Deadlines
Detailed calendar
Excessive workload
Extended hours completing tasks
Finding a balance between responsibilities
No flexibility in work schedule
Work and home lists

Themes

Creating a balance

Practicing healthy eating and self-care

Identifying roles and responsibilities

Maintaining an organized system
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Creating a balance. The first theme that emerged during data analysis was creating a
balance. Building relationships, finding a balance, and supporting spouses or significant others
were revealed as sub-themes (see Table 3). All of the participants recognized that creating a
balance was vital to their success in the assistant principalship. For instance, Tracy stated the
importance of having a mentor who helped her transition from the classroom to the assistant
principalship. Eight of the 12 participants suggested building relationships with fellow assistant
principals and family members supported them in navigating the position’s nuances. The
relationships provided options for addressing role conflict as an assistant principal, mother,
spouse, or significant other. Additionally, they discussed how they tried to balance work and
home and the role others play in balancing.
Table 3
Creating a Balance Sub-Themes
Sub-Themes
Building relationships
Finding a balance
Support from spouse or significant other

Theme
Creating a balance

Building relationships. Tiffany is one of two assistant principals in her building.
Although she has another assistant principal to support the work of the school, she feels isolated.
She explained:
So I don’t have a person in the building, in my position, who I can kind of confide in and
bounce ideas off of. And so there are teachers who I feel support me, but at the end of
the day, they’re teachers, and there’s always a lack of trust.
When asked if she reached out for support from assistant principals at other schools, her response
was yes. Tiffany established multiple relationships with fellow assistant principals that formed
into a professional learning community where they shared best practices. She said the learning
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community has grown over the last two years and supports with addressing various schoolhouse
responsibilities.
Robin is also in agreement with the importance of building relationships, especially for
assistant principals at the same grade level. She continued to say that elementary responsibilities
do not mirror the high school level’s work. Thus, building relationships with fellow assistant
principals at the same grade level minimizes the amount of stress experienced in the position.
Robin said, “it would be hard to discuss best practices for issues relating to running records with
a high school assistant principal because they are not used at the level.” When probed further
about the possible benefits of relationships with high school APs, she said it could prove
beneficial if they know the tasks and responsibilities.
Participants spoke about the importance of building relationships in the letters and the
focus group. One participant wrote in her letter, “I would recommend finding a colleague
outside of your school building to ping ideas off of and stay current with systemic changes.”
Another participant explained how creating a collaborative relationship “with my colleagues
allowed me an opportunity to support, guide, and build the capacity of the teachers.” It is
evident from the letters that fostering a relationship with peers is vital to succeeding as an AP.
Building relationships supports the assistant principal and equips them with suggestions on
advancing the entire school academically. During the focus group discussion, Emily and Tina
stated that they do not have family members in the state and must rely on relationships with
friends and co-workers, especially when running late due to work responsibilities. Emily
explained, “I would have to reach out to my co-worker’s wife to say, hey can you pick
up…because I couldn’t be there.” The researcher asked how often she relies on her co-worker’s
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wife; she said at least three to four times every two weeks. Her statement speaks to the demands
of the position and how it can impede on family obligations.
Finding a balance. The phrase “finding a balance” was referenced 18 times during data
analysis. Participants explained that finding a balance between home and work will help
minimize conflict and lower stress levels. They all admitted that although their techniques have
uneven results, they continue to use and refine strategies to establish a balance. Tina stated that
finding a balance is “you’re not mixing to the two.” She continued to explain that there is a
difference between the personal and professional worlds, and you must keep them separate as
much as possible.
Alice stated that “someone else’s urgency is not your urgency.” When asked to explain
urgency, she expounded that you must prioritize your responsibilities regardless of the tasks
assigned. She expressed her discontent with her supervisor assigning last-minute tasks with
next-day turnaround time. Additionally, Alice identified last-minute tasks as potential stressors
and causes of conflict with home and work. To avoid last minutes tasks, Alice tries to monitor
her lists to effectively manage and balance her time. Similarly, Julie believes that school
expectations often impede on her balance:
I try to protect that time where I can, but unfortunately, because of school expectations
there are times where I just can’t go hang out with my friends, or I just can’t be on the
phone….all work and no play.
She recognizes the importance of finding a balance to ensure her family needs are met, but she
also takes care of herself. She said that her ideal balance is strategic, using calendars for both
home and work to support the entire family.
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The participant letters mentioned the importance of finding a balance. For instance, one
letter mentioned balance as a “learned behavior that many of us failed to practice.” The letter
continued to say how she would leave school with multiple bags to finish work tasks at home in
her early years. To find a balance, this participant recommends to “Practice how to decrease the
amount of physical and emotional work you allow yourself to bring home each day.” Another
participant recommended that first-year participants “View your home as your solace and resting
place to rejuvenate not continue to work.” Eliminating the need to bring work home will support
balance and allow time for the participation with family events. In another letter, the participant
explained how to find a balance asserting, “I made a commitment not to spend more than an hour
of my ‘family time’ engaged in ‘school time.’ Most of the hour is spent after everyone in the
house is settled and ready for bed.” The participant gave a disclaimer that although this is a
practice that she uses, it is still a work in progress.
During the focus group, Emily stated that “everybody has to make sure they have their
definition of balance…it’s not the same for everybody.” She continued to explain that
depending on your grade level, the work responsibilities increase for an assistant principal,
especially at the secondary level. When asked about the difference in responsibilities, she said
that high school APs have to attend athletic events and college tours that sometimes interfere
with their perception of balance. Emily concluded that she finds a balance by leaving work at a
specific time and limiting the amount of time she devotes to work tasks after hours. Tina stated
that “there’s not a fixed strategy” and that her balance does not “end at the brick and mortar.”
Similar to Emily, she believes that work responsibilities vary depending on the grade level. She
shared that although she is at the elementary level, the work demands such as conducting
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observations, lunch duty, and discipline are the only constants with the position. Tina tries to
separate work and home tasks to find a balance.
Moreover, Tiffany agreed that finding a balance is vital for work and home. She stated
that balance between work and home “…overlap more than ever before. It is about rearranging
and figuring out how to get it all done.” Tiffany concluded that finding a balance depends on the
grade level and responsibilities of the assistant principalship.
Support from spouse. Another phrase that was revealed from the study was “support
from a spouse.” Eight of the study’s participants were married, and four were living with a
significant other. Surprisingly, the four participants living with a significant other did not
mention how their support helps to create a balance between home and work. Tiffany described
how her spouse provides support for creating a balance:
…my husband actually is really great around the house. And I would say that he
probably does more things around the house than I do. I’m not proud, but you know, he’s
also an introvert, and I think that he would rather scrub a bathroom down than talk to
people. So the things where I’m strong, where I have strong skills I take on.
She explained that her spouse taking on more responsibilities around the house helped her create
a balance. Tiffany also explained that spouse support with home responsibilities limited the
amount of anxiety and stress she felt, and it was one less task on her list. She could go home and
have moments of rest because her husband took ownership of family responsibilities.
Tracy expressed how important spouse support is when trying to create a balance
between work and life. Her commute between work and home is over one hour. She explained
that her youngest child started to exhibit teenage behavior that was unfavorable. Because of her
long commute, she was not able to meet her after school.
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So, as a parent and professional, I had to learn how to balance that workload. And I had
to ask for help. So, I needed my husband to take on some of the roles that I played at
home. I then had to turn those responsibilities over to make sure that everyone in my
family was still running in the order that it needed to work.
Tracy also recounted how she put her husband on a schedule to have family time during the
week. She recognized that her attempts to create a balance sometimes had uneven results due to
workload. The amount of professional work was not a responsibility that she could share with
her husband and often spilled over into her scheduled family time.
Melissa is a participant with health issues and a special needs child. Her workload is
extensive, being the most experienced assistant principal on the team. She admits that her
support system is a lot better than her peers. It is because of the support system that she takes on
more responsibilities to support her team. During the semi-structured interview, Melissa
elaborated on how much her husband supported her, “Right now, my spouse serves as my rock
because this year was my easiest year.” When asked to detail why this year was her easiest, she
responded that she had been married a little over a year, and her husband helped fill in the gap
with home responsibilities to include taking her child to different school events that she could
not attend due to work.
The anonymous letters to a first-year assistant principal did not specifically mention
spouse support. Throughout the letters, a common recommendation was to be flexible when
work and life collide and to safeguard family time. One participant wrote:
I also had a conversation with my family. I tried to explain the demands of being an
assistant principal and that sometimes I needed to bring those responsibilities home. I
created a schedule for myself at home that I posted on my office door.
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This letter was more of holistic support from the entire family by depicting the assistant
principalship's demands and how certain days and times must be utilized after work to complete
tasks.
Comparatively, the focus group interview portrayed a different lens of spouse and/or
significant other support. For instance, Melissa characterized the home life of male and female
assistant principals as different due to gender expectations. She reported that “I look at my male
counterparts…they seem to view their lives as easier. Their stress is less. Because there’s
somebody they come home to, and their food is already on the table.” Julie stated that everyone
has a fulltime job, but the expectation is that mothers are responsible for both home and work
responsibilities even though there is a spouse or significant other in the home. For example,
Julie continued to explain that when kids are sick or school closures, mothers must sacrifice for
the family. Incidents of illness or school closures are typically covered by the mother who must
use leave to address their family’s needs. However, Julie recounted how her husband would
attend her child’s school events that she missed due to work responsibilities.
Practicing healthy eating and self-care. Another theme that emerged during analysis
was practicing healthy eating and self-care as an assistant principal. The sub-themes that
surfaced were self-care, techniques to minimize stress, and food choice (see Table 4). Several
participants suggested the demands of the position do not afford a dedicated lunchtime, and
finding ways to eat healthily is vital to their well-being. Emily was the only participant who had
a scheduled lunchtime: “We actually eat lunch every day from 1:00 p.m. -1:30 p.m.”
Comparatively, Tracy does not have a scheduled lunchtime but manages to eat healthy snacks
throughout the day. Four out of 12 participant statements align with all three sub-themes. In
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addition to eating healthy, participants recommended some form of exercise to limit stress levels
and promote healthy well-being.
Table 4
Practicing Healthy Eating and Self-care Sub-Themes
Sub-Themes
Self-care
Managing stress
Selecting food choices

Theme
Practicing healthy eating and self-care

Managing stress. During the semi-structured interviews, all participants admitted to high
levels of stress in the position. Stress was intensified with unexpected deadlines, observations,
multiple meetings, emails from the central office, parent concerns, and the lack of supervisory
flexibility. While these issues were consistent across all grade levels, the techniques to destress
varied between participants. Alice minimizes stress by drinking tea with a pastry or just a glass
of wine. She explained that “I use my strategies at least two or three times a week and once or
twice on the weekends.” Stress that occurred over the weekend was due to the extension of
work-related responsibilities not completed during the day or the need to supervise an athletic
event. Alice also watches YouTube videos, a movie, or listens to an audiobook. She tries to
remove all work-related thoughts and shift her focus to family in the evenings and weekends.
Tina shared similar techniques to relieve stress. She likes to listen to music and having a drink
of wine to calm down and refocus. Tina stated, “being able to hang out with my friends and
being able to socialize helps a little bit.” Also, Tina believed her techniques were different from
others and were surprised during the focus group that “drinking wine” to destress was used by
fellow participants.
Eight of the 12 participant letters mirrored the same techniques discussed during the
semi-structured interviews. Participants mentioned the importance of scheduling time for
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physical activity either before or after school. Recommendations also included using streaming
services to watch movies that help remove work responsibilities while at home.
Conversely, three unexpected codes emerged as techniques to limit stress. The codes
revealed from the semi-structured interviews were prescribed medication, prescribed use of
marijuana, and prayer. One participant stated that she used a prescribed medication to address
incidents of stress:
At one point, because the stress was great due to work-related issues…I did seek the
support of an anti-anxiety medication that was used on an as-needed basis. So if I know
now that I can identify it, which before I did not, once I know that I’m feeling those
certain feelings, physical feelings, and emotionally, then I will administer that medication
for myself. (Robin).
When asked what work-related tasks prompted the use of prescribed medication, Robin declined
to answer. On the other hand, Melissa was the only participant who stated that she is a legal
marijuana cardholder prescribed by a licensed physician. Melissa stated, “The district is aware
of my marijuana card. I’m not a smoker, so I use the oil form.” She briefly described the use of
cannabinoids to destress and to help with anxiety. Also, Melissa was adamant that her medical
marijuana use only occurred during extreme levels of stress and administered only at home.
Another unexpected code was the use of a licensed therapist. Two of the participants
stated they seek a therapist's support to help with dealing with stress occurrences and anxiety.
For example, Robin explained that “I attribute…the strategies that I was taught to employ
through therapy.” She also uses an anti-anxiety medication when she feels her stress levels are
more than what she can handle. Similarly, Kelsey described that “I see my therapist sometimes
twice a week, once a week normally. But twice a week when it’s really bad.” In addition to
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scheduling time with a therapist, Kelsey infuses meditation and aroma therapy when her
responsibilities conflict.
The last unexpected code that arose was prayer. Tiffany and Melissa both described how
they use prayer to manage their stress levels. Tiffany self-diagnosed herself with anxiety and
manages it better through physical exercise and prayer. She explained, “I’m very spiritual too.
So I pray a lot. I try to read the Bible. My mom is a very faithful person, and so oftentimes, if I
call her and I’m stressed out, she’s got something encouraging to say.” Melissa described how
she uses prayer to destress and to help parents, although she proclaimed that she is not a spiritual
person:
I lean on God a lot. My parents know that I am a praying woman, my students know.
There are times when things happen in the building like a bad situation; I would pray. I
have kids and parents that I will ask if I can pray with them. That gets me through the
day.
She also stated that people ask her why she is always smiling. Her response, “it’s because of
prayer.” Prayer helps Melissa get through tough days and she enjoys praying for others.
Selecting food choices. Several of the participants mentioned the importance of eating
healthy, even though they are inundated with discipline and management issues. Alice explained
that she eats “small snacks” kept in a pouch to nibble on throughout the day. She also mentioned
that she is a Pescatarian and eats salads with salmon and fish to help sustain her, especially
during long days. Alice stated that “you’ll look up one day and realize that you haven’t eaten.”
Her recommendation is always to have small snacks available. Although Tiffany recognizes that
her lunch is not visually appealing, she tries to have healthy snacks available. She keeps “small
snacks…dried apricots and cashews and maybe an apple” in her work bag. As a back-up to
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missing lunch, Tiffany keeps “granola bars and oatmeal on my shelf.” Lunchtime is not
scheduled, and Tiffany must keep her snacks available to get through the day.
Julie and Shannon purposely bring their lunch to school to avoid eating unhealthy snacks
from the vending machine or purchasing lunch from the local carryout restaurants. According to
Julie, “That’s why I’ll try to bring my food from home. I’ll bring a snack. So even if it’s in
between class visits…having something to nipple on and drinking my brand of water.” She also
stated that finding time to eat lunch is never consistent, but she tries to dedicate a few minutes.
Shannon religiously brings her lunch and will purchase food every four weeks:
Cause one thing is with our job; I may not get a lunch. I may not have to go out and get
something. So I always bring my lunch, and I’m consistent with it. I eat what I cooked
for dinner the night before.
By bringing leftover food, Shannon said she is managing what she is putting in her body and
maintaining a healthy lifestyle.
The participant letters and focus group did not specifically mention the types of foods or
a scheduled lunchtime. However, one participant wrote:
First and foremost, always pack a good lunch and snacks you can grab throughout the
day. Your snacks and meal should be light and healthy to provide you with the energy
you will need to sustain you through a long day. This will also prevent you from feeling
lethargic and experience physical ailments.
These statements offer recommendations for first-year assistant principals to have a healthy
lifestyle and productive workday. The focus group participants focused on the challenges with
cooking dinner for the family, especially after a long day. Suggestions for healthy eating during
the day did not enter the discussion.

120
Self-care. Participants advocated self-care as a priority for an assistant principal, mother,
who have a spouse and/or living with a significant other. During the semi-structured interviews,
participants described how they add self-care on their calendars. Participants disclosed how they
focus on self-care by scheduling wellness appointments for themselves and family members.
Robin stated, “It is about taking care of myself in the midst of the role as a family member and
the role as an administrator, making sure that I practice some self-care habits.” Additionally,
when asked if her roles impact her ability to address self-care, she said they do not. For instance,
Robin also stated, “I have sought the support of a wonderful therapist who has taught me
strategies to make sure self-care is always in my daily agenda for the day.” She declared that
assistant principals are undervalued, and if they had to leave due to medical issues, the district
would have an immediate replacement. Thus, seeking the support of a therapist helps Robin to
focus on self-care and to balance her calendar to reflect opportunities to destress.
As a second-year assistant principal, Tracy quickly recognized the position's time
constraints and the struggles with adhering to self-care. Tracy explained that most times:
I would get up extra early in the morning to complete work tasks, which was
strenuous…it was a lot on my body. Because I didn’t go to bed until like midnight, and
then I’m getting up at 4:30 a.m. It took a toll on my whole life physically.
She continued to say her extensive amount of time driving from home to work and from work to
home limits the opportunity to address self-care. Tracy said she had to adjust her calendar and
intentionally schedule self-care.
Four of the anonymous letters to first-year assistant principals also mentioned the need
for assistant principals to practice self-care. One participant wrote, “Practice self-care strategies
to remind yourself that you matter.” Another participant said, “Remember your mental and
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physical health are important to sustaining you.” The letters support participants’ view on the
importance of self-care in the assistant principalship. During the focus group, a self-care
discussion occurred, although it was not part of the focus group protocol. Several participants
did not mention self-care during their semi-structured interview but chimed in with a different
perspective after listening to other participants. For example, Julie started the conversation by
stating, “… it’s very important for me my mental health that I create some balance.” By the end
of the discussion, Julie had a different lens on the importance of scheduling self-care in her daily
routine. Although a few participants did not comment on self-care, it was evident their view
shifted by a change in their body language.
Identifying roles and responsibilities. The participants collectively agreed that their
roles and responsibilities were not clearly defined, and there is a lack of equity in the workload.
Melissa explained how she never met the observation completion deadline assigned at the district
level. She also stated that deadlines are not met due to extensive workload and the additional
responsibilities of being the most senior administrator on staff. Melissa continued to describe the
number of athletic games she covers compared to other assistant principals at larger high
schools. She is on a team of three assistant principals and must cover all athletic games and after
school events. This means attending games two-three times per week compared to other high
school with larger assistant principal teams.
Not to mention, ill-defined roles and responsibilities can lead to a hostile environment.
One participant letter proclaimed that “It’s not gonna be easy, you will feel isolated as this can
sometimes be a dog eat dog world.” The letter also acknowledged that some responsibilities
cannot be completed alone, and you must work together to minimize stress and conflict. Table 5
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displays the three sub-themes, confronting hostility, incompatibility of responsibilities, and
managing role conflict that emerged during data analysis.
Table 5
Identifying Roles and Responsibilities Sub-Themes
Sub-Themes
Confronting hostility
Incompatibility with responsibilities
Managing role conflict

Theme
Identifying roles and responsibilities

Confronting hostility. Participants described multiple experiences of hostility from staff
members in the assistant principalship. For instance, Kelsey transitioned from classroom teacher
to assistant principal at the same school. Her rapport with fellow teachers quickly changed after
assuming the position. She stated:
Even though in the beginning, prior to me actually starting the job, I had a tremendous
amount of support. Like it was yeah, one of our own. But then once July 1st hit and it
was official, and my name was at the bottom of the letterhead, it was a different tone.
She continued to share how the staff became hostile and challenged her decision-making. They
would call her “one of them” to the extent of filing a grievance with their union if they disagreed
with her choices. Kelsey also shared that her principal was removed from the building mid-year
and Kelsey had to navigate personal attacks without a supervisor's support.
Tiffany shared similar incidents of hostility from staff members moving from a teacher to
an administrative position. She became an assistant principal in the same building where she
taught, and staff members felt it was an unfair promotion. She described the lack of support and
training she never received during her transition:
I was never really trained, I would say on the disciplinary process…until last year. I just
felt clueless on some fronts, and that always presented a challenge when staff and
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teachers who had been in the building longer than I was more knowledgeable about the
process than me.
Melissa was also confronted with hostility as an assistant principal. She described an
altercation between students after a poorly planned school event. One of the combatants in the
altercation was a young lady who improved academically and behaviorally during the year. The
assistant principal on duty failed to obtain security for the event where the student had to defend
herself. The principal decided to place all participating students on expulsion, which Melissa
disagreed. Melissa immediately called the principal to share her opinion on the disciplinary
actions, “I called her and cussed her out.” This interaction caused conflict, and Melissa
requested a transfer to another school.
The participant letters offered recommendations to avoid hostile interactions with
supervisors and peers. For instance, one letter recommended to “Determine what is nonnegotiable and let your supervisor know.” Another letter advised to “Be open with your
administration team so you all can collaborate about where coverage is needed, and everyone
isn’t taking off on the same day. That will ease your worry about taking off without feeling
guilty.” A third letter suggested observing and following the principal's directive regardless of
whether you disagree with their approaches. The letter read:
…you are there to assist the principal with his/her vision, and while it is okay to have
opinions and suggestions, don’t overstep. If there is something you do not like or feel
needs improvement, take note, so that when you become the principal of your school, you
can implement those things you thought would affect positive change.
These letters provided a glimpse into the types of negative experiences the participants
encountered. Although it is unclear if they confronted the same level of hostility as new or more
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seasoned administrators, it is clear that interactions between fellow assistant principals and
principals can have uneven results. Oddly, the focus group interview did not reveal incidents of
hostility but mentioned the difference between home-life expectations for men and women that
can cause hostility. Emily and Julie both described potential hostility from their supervisor if
they repeatedly used leave to care for a sick child. They both concurred that male assistant
principals are not faced with the same challenge because they have a spouse to address the
family's needs. Emily’s and Julie’s statements confirm that equity is lacking in roles and
responsibilities at home and work.
Incompatibility with responsibilities. Seven of the 12 participants expressed
incompatibility with their home and work responsibilities. Incompatibility issues arose due to
the excessive workload and inequity in responsibilities as an assistant principal. Gabrielle
depicted her first-year assistant principalship as “I felt exhausted. I had never experienced
anything like that in all of my years of teaching. I will come home and just sit on the couch.”
She continued to explain how time would slip away while resting, which resulted in a pile-up of
work tasks. Alice reported that “I’m up till midnight, working on different things or tagging
observations or working, waking up extra early in the morning to get it done before…they are
awake.” She continued to share her concerns about feeling tired and often exhausted before her
day started. Completing work responsibilities during the early hours of her workday eliminated
the need to stay late at school.
In analyzing the letters, five participants wrote specific responsibilities a first-year
assistant principal might be assigned. Terms like “ad-hoc projects” and “other duties as
assigned” were included to portray a picture of an assistant principal’s workload. A participant
said:
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I would often spend hours after work finishing observations and responding to emails.
Remember that you have sick leave, and the building will not burn down because you are
not there. If you have appointments for yourself, children, or family members, take the
time away to handle those tasks.
Another participant wrote, “…it is equally important not to neglect your personal/family
obligations because, at the end of the day, work will always be there, but the time lost with
family cannot be recreated.” These letters recommend that all first-year assistant principals
strategize how they use their workday to complete responsibilities to free up time after hours for
family events.
The focus group and semi-structured interviews revealed specific events and activities
that resulted in incompatibility with responsibilities. Alice and Tracy described how going back
to school caused conflict with their responsibilities. The decision to enroll in a degree-seeking
program added another layer of responsibility coupled with work and home tasks. Analogously,
Julie and Tina recounted the responsibility of covering work-related extracurricular activities,
and the activities of their children were sometimes incompatible and posed a challenge. They
explained that they would get home late and did not have the energy to tackle work or family
responsibilities.
Managing role conflict. All participants experienced role conflict as an assistant
principal, mother, spouse, or significant other. They described the greatest amount of role
conflict occurred at the schoolhouse with their supervisor and staff. Emily experienced role
conflict with her immediate supervisor. She shared that as a young child, her daughter was
asthmatic and required her to stay home. Emily explained:
I used to almost have panic attacks about taking off from work. When she would get sick
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for a week, and I would take leave to care for her, my supervisor literally said to me one
day, can’t your husband stay home with her.
Additionally, Emily expressed her amazement with how some female leaders forget their
employees are also mothers and that they must handle their family needs.
Shannon was drained going home after a long and busy day of supporting teachers and
students. She explained that on some days, it seems like she has a revolving door. Everyone is
competing for her time, requiring assistance with problems, advice, or seeking feedback.
Shannon admitted to feeling a little grumpy at home:
…it is the same thing when I go home. You have to be the provider you’re cooking;
you’re making sure everyone is feed and making sure you’re still giving time to the little
ones. … at times, it seems like everyone needs me.
In addition to assisting everyone in her household, Shannon said that her dog also needs her
attention, which conflicts with the time she planned to relax. Conflicting roles interrupted her
daily routine and often caused elevated levels of stress.
Two out of the nine focus group participants mentioned issues with their multiple roles.
Julie experienced conflict as a parent who is caring for her elderly mother. She explained that
since the start of the COVID-19 pandemic, managing distance learning with her youngest child
while acknowledging her graduating high school senior's accomplishments conflicted with her
work responsibilities. Julie contemplated taking a leave of absence from working in a virtual
location because she felt “working from home is more taxing on my body than physically being
in the school.” Although none of the letters specifically mentioned role conflict, participants
used phrases such as “Things happen, so always leave room to adjust” and “plan ahead” as
suggestions to avoid clashing responsibilities.
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Maintaining an organized system. The theme that stood out the most was maintaining
an organized system. This theme was further coded into three sub-themes, which are listed in
Table 6. The most mentioned approach was using a calendar to organize professional and
personal responsibilities. Emily said she is a detail-oriented person and “like to write down, you
know, my weekly calendar about what’s happening.” The next frequently used organization
system was using a list. Melissa explained, “I have a lot of lists. I make a list for the week.”
The last sub-theme that appeared for maintaining an organized system was daily and weekly
checkpoints. Tracy stated she would “review tasks at the end of each day and check off those
responsibilities completed for the day and rearranged other tasks for a later time during the
week.” Two out of the 12 participants acknowledged that they should start using a calendar to
ensure their tasks are accomplished. All three sub-themes seemed to prove viable options for
balancing work and life obligations with minimal conflict.
Table 6
Maintaining an Organized System Sub-Themes
Sub-Themes
Detailed calendar
Work and home lists
Daily and weekly checkpoints

Theme
Maintaining an organized system

Detailed calendar. Four of the participants identified using a detailed calendar to balance
work and life responsibilities. Out of the four participants, two mentioned the use of a hardcopy
calendar and electronic calendar. They all acknowledged the assistant principalship's demands
and continually refined their practices to find the best approach to managing responsibilities. For
example, when asked about how you manage professional and personal tasks during her semistructured interview, Julie stated that:
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I would definitely say anything as soon as an event comes, I put it on my calendar. I
have like a calendar for my work, and then I have a calendar on my phone, but they all
sync so I could see them all.
I probed for additional information to determine why a hardcopy and electronic copy of a
calendar is used to maintain a balance. Julie defended her reasoning and explained that
sometimes events arise that must be added to the calendar. Many times, these new events occur
when she does not have access to her hardcopy calendar. Tina mentioned using technology to
help manage tasks, “So in this digital age, I have two different calendars.” To avoid conflict,
Tina explained that “What I’ve had to do sometimes is especially within my professional world,
I’ve had to actually make sure that I wasn’t putting my professional evening events into my
personal calendar so that I wouldn’t overlap.” She also emphasized that she is learning to stop
work when work stops and goes home at a responsible time. Similarly, Emily is a “scheduled
person” and likes to write down her tasks to avoid missing any responsibilities that can
potentially cause conflict. Tiffany recommended the use of calendars and lists during the semistructured interview. In addition to using a calendar for work, she uses a calendar for home, “If
we have something that’s coming up on the calendar, I’ll send everybody a Google invitation.
This keeps us organized.” The participants’ anonymous letters also mentioned the use of a
calendar to manage and organize responsibilities. Five of the letters recommended using a
calendar to detail all tasks completed for the day. The letters also recommended placing and
separating personal tasks on the calendar to avoid overlap and conflict.
During the focus group, the same four remained firm that using a detailed calendar is
the best approach to carrying out an assistant principal's daily tasks. The participants collectively
agreed that using a calendar will avoid overlooking essential tasks and obligations that
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negatively affect home or work. Additionally, they admitted that maintaining the calendar either
as a hardcopy or electronically can be time-consuming and stressful during the focus group.
Work and home lists. Although using some type of list to outline responsibilities was
mentioned during data collection, three participants specifically stated their primary approach to
managing tasks was through a list. Three of the participants stated that they use a list to manage
their daily routines. Robin’s approach to managing responsibilities is:
I’m pretty good at task lists. Every day, I write things to do on a sheet of paper. I track
what the tasks are for that week, then I break it down by day. So, I’m a checklist person.
She also mentioned that checking off completed items gives “me a sense of completion,” and it
“also clears my mind.” When asked how she feels after accomplishing each task, she said it
lowers her stress levels and allows for better focus and energy when at home. Likewise, Melissa
fully integrates lists seamlessly throughout her role as a mother, spouse, and assistant principal.
Melissa stated, “So, at my house, there is a list by my bed, it’s a list on the refrigerator. There is
a list at work on my whiteboard. I make a list for the week.” Melissa also explained that her
child is autistic, and she must keep an organized daily routine. She further explained that her
lists at work are separated by professional tasks and her son’s tasks. This approach supports the
need to use an organization system to be successful in the role of assistant principal.
Although Tiffany uses a calendar for management, she infuses lists explaining, “I’m
always processing how to improve something at work, how to speak it. I make lists; I make a lot
of to-do lists.” When asked why she uses both, the response was that she is always overthinking
and cannot sleep at night. Using both a calendar and list helps to keep order and reduces
potential stress levels. Ironically, two participants mentioned the use of lists as a
recommendation for first-year assistant principals. It was shared that keeping a separate list for
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home and work will help structure the day and will free up time for family obligations. When
asked about managing work and life during the focus group session, Melissa reaffirmed her use
of lists: “I learned to prioritize and to just do it, to do a to-do list.” Maintaining a method to
organize the day will help the elimination of spillover to work or home obligations.
Daily and weekly checkpoints. Five of the participants used daily and weekly
checkpoints to manage their responsibilities. Daily and weekly checkpoints allow realignment of
tasks due to unexpected issues during the school day. Robin suggested using checkpoints “to
ensure tasks are completed by the due date” to give enough time for any extra tasks that might
arise. Shannon uses checkpoints to make sure “one doesn’t consume the other and basically that
you are scheduling time for both work and life.” Like Shannon, Tracy also uses checkpoints as
an accountability measure to ensure equity is provided to both her professional and personal life.
Gabrielle has experienced an elevated level of stress due to the lack of ability to manage
responsibilities. She was rushed to the emergency room due to stress from school. Gabrielle
started implementing daily and weekly checkpoints to organize her tasks and to help minimize
stress. Melissa explained her daily and weekly checkpoints as:
Every day I go through the list to check off and make a new list; my desk is a list. I
check off, and I put the time when I should do it. That’s how I get things done. The list
is never balanced. Work always gets first priority on the list.
Melissa wishes more personal tasks were on the list to help achieve a balance between work and
life.
Courtney and Kelsey were outliers for this theme. Although they use an organization
system, it does not include a calendar, list, or daily and weekly checkpoints. Courtney is aware
that work tasks must be done and are non-negotiable for her. She stated:

131
You know, actually, I should use a calendar. My husband tells….you need to write
things down, and you always depend on your memory. So, I think I am going to start
using calendars. Sometimes I use my phone as a reminder…it lets me know I need to do
something.
Kelsey echoed the same sentiment that she needs to implement using a calendar to manage her
daily obligations. She explained that she tries to remember her tasks and often forget due to the
numerous expectations. Three of the letters to first-year assistant principals confirmed how
participants use daily and weekly checkpoints to manage their responsibilities better. For
instance, a participant wrote:
Each week, set aside tine in your schedule to do these two things: reflect and plan.
Consider what worked well the week before and develop it.
Another letter suggested making adjustments to a calendar to ensure tasks are completed.
Textural and structural descriptions. Textural descriptions were written for each
participant to describe “what” they experienced as they worked towards a balance between work
and family responsibilities. The next step in data analysis was to write a structural description of
how the participants experienced their approach to balance. This required looking at the
participants’ background and characteristics from varying perspectives and linking the
descriptions to see if they represent the true essence of the phenomenon. Moustakas (1994)
described imaginative variation as the process of arriving “at structural descriptors of experience,
the underlying and precipitating factors that account for what is being experienced” (p. 98). To
maximize the potential depth of the description of the phenomenon, the participant’s letters,
statements, and quotes were analyzed from different angles to discover the root cause of the
experience (Moustakas, 1994). Potential relationships between themes were examined from
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varying perspectives that identified the meaning of the participant’s experience (Adu, 2019).
From the extrapolation of themes, an individual textural and structural description was
constructed to understand how female assistant principals who have children and are married or
living with a significant other balance their work and family responsibilities. The last step in the
data analysis process was to synthesize the “integration of the composite textural and composite
structural descriptions” to create a unified meaning and description of the phenomenon
(Moustakas, 1994, p. 100). The individual textural and structural descriptions were merged and
compared to all relevant data. The final description of the phenomenon was merged into a
narrative of the experiences of being a female assistant principal with life responsibilities.
Textural description. Most participants believed they have successful approaches to
work-life balance in their role as an assistant principal, mother, spouse, or significant other.
Their view of a work-life balance was the ability to balance family and work responsibilities
simultaneously. For instance, several of the participants tried to make a conscientious effort not
to overlap time and “leave the work exactly where it is and come back to it” the next day or
week. The participants also had various experiences as an assistant principal due to their grade
levels. One constant was the amount of workload that sometimes interfered with their family
responsibilities. As assistant principals, they recognized that their work responsibilities often
require hours after work to complete. Several participants identified completing observations in
the evenings, on weekends, and during winter and Spring breaks was challenging at times. They
explained how their family members felt abandoned because they had to miss or delay activities
and events. As a result, they would try to appease or “make it up” to their family at another time.
Assistant principals at the secondary level had another layer to consider in their approach to
balancing work tasks. Middle and high school APs described their responsibility of supervising
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athletic events year-round that sometimes ended after 10:00 p.m. during the weekday. This
group of assistant principals also mentioned that they were still required to report at their regular
time. Even though they were out late the night before with work responsibilities. Additionally,
the participants who are married leveraged the support of their spouse compared to those with a
significant other. For example, one participant mentioned creating a schedule for her spouse and
assigning those family tasks that she could not address due to work demands. Seeking support
was a way to establish balance and ensure their household was moving smoothly.
All of the participants experienced some level of stress due to family and work demands.
Several of the participants were diagnosed with anxiety, and the amount of workload triggered
panic attacks. They mentioned the immediate requirement to respond to parent concerns and
last-minute deadlines that impacted their daily routine at work and home as stress triggers.
Another trigger was supporting the emotional needs of children and staff members. One
participant described how her day would be consumed by attending to special needs students
with behavior issues. By the end of the school day, she was mentally drained and did not
complete her work tasks resulting in extending hours after school. A different participant
mentioned how staff members would stop by her office after the school day to receive guidance
on personal issues. She mentioned that supporting teachers took an additional 3 to 4 hours after
school affecting her family plans. Other areas of stress for the participants were the lack of
understanding from supervisors and virtual learning. A few of the participants mentioned how
their supervisors did not understand when they had to use their leave due to a sick child or to
attend family events. Some participants mentioned how deadlines due to inadequate notification
from the supervisors caused some level of stress.
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COVID-19 has added another layer of stress for participants. Due to the current
pandemic, navigating student and teacher interactions during distance learning were stressful at
times. One participant explained how she had to place a teacher on administrative leave or
“teacher jail” due to inappropriate interactions during live lessons. She worried about her
relationships with the other teachers because he/she was well-liked. These incidents were all
stress contributors that sometimes caused imbalances.
Structural description. The participants perceived that their approach to work-life
balance was successful most of the time. According to the participants, the experience of worklife balance occurred when work and life expectations did not overlap, and stress is minimized
due to strong organizational skills. Their perception of work-life balance may vary due to
experience in the assistant principalship. Participants’ responses that asserted they experience
work-life balance may be a reflection of the number of years the participants have worked as
assistant principals. Participants with five or more years in the assistant principalship are aware
of the potential nuances and better negotiate their time for work and family tasks. Also, they
may have accumulated enough leave to address family needs without regret of taking the day off.
Also, those assistant principals who are married may feel a sense of balance because their spouse
helps with family demands. A dedicated support network will help an assistant principal who is
married with children to succeed with both work and family tasks. Another critical point as to
why they believe they achieved a balanced with their obligations is that they recognized that
family comes first regardless of the work task. This ideology was developed with years of
experience as an assistant principal. They may seek the support of their peers to assist with
covering games if a family issue arises.
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Another structure that supported a successful balance was to minimize the amount of
stress the participants experience due to work demands. Depending on the level, work demands
vary and require different support networks. All of the participants must use the same
observation protocol, conduct formal and informal observations, supervise students during lunch,
and respond to parent and student concerns. The middle and high school assistant principals
have another layer to their position due to supervising athletic games. They are required to
spend excessive hours after school supporting game coverage. This can be challenging,
especially for those assistant principals with small children. Infusing strategies to minimize
stress levels while functioning in both work and life domains helps achieve balance.
The participants’ experiences with work-life balance could have been achieved through
strong organizational skills. The participants recognized the need to have strategies to reach a
level of balance in their lives. They collectively agreed that organization is the key to avoid
stress and spillover with work and family demands. Some participants described their
experience with using calendars to manage work tasks and family activities. One participant
explained how she keeps an electronic calendar and would send a copy to her family members
with reminders. Others use a series of lists to organize work and family responsibilities. A
participant described how she keeps a list for home and a different one for work. Lists are
written on post-it notes around her home; another copy is placed in her work office on a
whiteboard. Regardless of the methods, several participants revisit their calendars and lists daily
for revisions as a form of checkpoints to ensure they are accomplishing their tasks. Overall,
these methods supported the reasons to find approaches that will achieve a balance, lower stress
levels, and support healthy well-being.
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Textural-structural synthesis. Establishing a balance between work and life obligations
is necessary for every working adult. All participants in this study struggled with balancing their
professional and personal responsibilities. Excessive workload, extended hours, athletic events,
and after-school activities caused imbalances for the participants. The ill-defined job description
also contributed to work-life imbalances for the participants. Their supervisors had the
autonomy to invoke the “other duties as assigned” mantra to pile additional tasks causing conflict
for the participant. Additionally, gender expectations generated high levels of work-induced
stress for participants due to their goal of simultaneously meeting the demands of work and
home. Participants described feeling enraged and heart-broken because they missed several
important family events.
The participants recognized the need to balance professional and personal obligations, so
they adopted approaches to minimize imbalances. They agreed that using an organizational
system would capture and help with monitoring their responsibilities and avoid overlap.
Participants agreed that creating a balance is critical in the assistant principalship. Having the
support of family and peers would help minimize stress due to workload and extended work
hours. All the participants did not eat healthy, especially during the school day resulting in
health issues. The participants acknowledged the importance of balancing their work and life
demands and continued to infuse approaches that minimized stress and conflict.
Research Questions
The purpose of this research study was to understand the work-life balance approaches of
female assistant principals. One central research question and three sub-questions were
developed to examine participants’ lived experiences of balancing work and life demands. The
data collected answered the guiding questions from participants' semi-structured interviews,
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anonymous letters to a first-year principal, and focus group. Participant statements were
organized into themes that helped with understanding the essence of how participants approach
work-life balance. A response to the research questions will be answered using the collected
data in the next section.
Central research question. The central research question for this study asked, “What
are the lived experiences of female assistant principals in connection with their role and approach
to balance work and life responsibilities?” All 12 participants agreed that there is a connection
between their roles as a mother, married, or living with a significant other, and managing their
work and family responsibilities. Several of the more experienced participants attributed their
approaches to the number of years in the position and adapted and modified their management
strategies to balance. One participant suggested in their anonymous letter to a first-year assistant
principal, that work-life balance is something that is achieved through trial, error, and
experience. As a novice assistant principal, it is not uncommon to leave with multiple bags filled
with uncompleted tasks. For some, the bags are untouched and remain in the car because of
home demands.
It was evident from the participant letters that experience helps to identify approaches
that will foster some level of balance. For instance, a participant recommended to “expect the
unexpected” because emergencies, unplanned events, and activities will arise that will cause
conflict with responsibilities. Another participant wrote, “not to let the challenges overpower the
successes of the position.” Staying flexible as an assistant principal and knowing how to
maneuver expectations will minimize stress and ensure tasks are completed.
Additionally, finding approaches to creating a balance was a top priority for all of the
participants. They all mentioned that there are challenges with being a mother, a spouse, or
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living with a significant other in addition to serving in a leadership capacity. Many participants
described how they missed family events due to overlapping responsibilities with work. Tina
recounted how her goal of attaining an assistant principalship caused conflict with her child. She
stated that “the unfortunate part is I missed a lot of time with her.” Spending time with her child
occurred mainly while driving in the car or picking her up for practice. Tina missed many
activities that highlighted her child's successes and now regrets putting the position over her
family. Now that she has a few years of AP experience, Tina continues to find a balance by
infusing organizational skills for work and home.
Several statements of “being organized” were referenced across all three data collection
methods. During the semi-structured interviews, participants explained how the organization of
work and home responsibilities is essential to achieving balance. There were recommendations
to use lists and calendars to organize tasks. Tiffany stated that “every aspect of my work-life is a
to-do or a calendar event.” From her interview, it was clear that being organized with work and
home is essential, and without some form of organization, tasks, or events will be overlooked
resulting in conflict. Melissa proclaimed that maintaining a list separated by work and home will
balance responsibilities. She described how she has lists around her home and in the office
whiteboard for quick review. Overall, learning how to organize obligations was a key
recommendation for female assistant principals married with children and living with a spouse or
significant other.
Sub-question one. The first sub-question asked, “How do female assistant principals
describe their experience in the role of mother and spouse and/or significant other?” The role
theory supported the development of this question because “The norms or expectations for
behavior are established by those whose judgments are psychologically and sociologically
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meaningful” (Ivey & Stanley, 1966, p. 31). Sometimes, these expectations put added stress on
female assistant principals because of societal views. An assistant principal who is a mother
with a spouse or significant other plays multiple roles throughout the day. Sometimes these roles
conflict due to work and family demands. Both Emily and Tiffany chronicled how the nuances
of their school day responsibilities often impeded the ability to complete tasks while at work.
Failure to complete work tasks during the day spilled over to the evening. Emily explained:
And when you’re there, you’re trying to get everything done that you didn’t get done
during the day because you were trying to make sure that everybody else had what they
needed and that you were visible in the hallways.
Her focus on others and ensuring the building was running smoothly conflicted with meeting
work and family deadlines. Emily stayed late trying to catch-up, often missing personal events.
Likewise, Tiffany shared a similar description: “…during the day, I’m the one kind of walking
around and keeping it together. I’m creating the rules and creating the structure and monitoring
people to make sure that they are keeping up with it.” She also explained that the staff and
family depend on her to make immediate and tough decisions regardless of the other work
responsibilities. This sense of feeling dependent upon or obligated to others shifts the time she
allotted to tackle responsibilities resulting in conflict with home and work.
Tracy experienced role conflict during her first year as an assistant principal. Accepting
her new leadership position extended her commute to and from the schoolhouse. Her traveling
time was almost two hours if she left work at a reasonable time. Tracy described the effect of a
long commute and extended work hours on her youngest child. She realized the time spent with
her child was not like it was with her other children. Tracy explained how she sought help with
correcting her daughter’s negative behavior due to her time away from the family addressing
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work responsibilities. Thus, as a parent and a professional she, “…had to learn how to balance
and ask for help.” Tracy explained how she had to share some of the roles played at home with
her husband as a strategy to minimize conflict.
Sub-question two. The second sub-question of this study asked, “What are the work-life
balance approaches described by female assistant principals to achieve a balance between
personal and professional responsibilities?” This question was designed to identify the
participants’ approaches to balance their work and home responsibilities. The work/family
border theory (Clark, 2000) strengthens this question’s importance because it explains why
conflict occurs between work and life and provides a foundation for removing issues that prevent
a balance. Work-life balance is defined as the “satisfaction and good functioning at work and at
home with a minimum of role conflict” (Clark, 2001, p. 349). Participants collectively agreed
that imbalance occurred due to workload, deadlines, and extended hours. The participants’
responses reflect the consensus in previous research studies that their job description is illdefined with an excessive workload regardless of the school level. Vague job descriptions often
conflict with work expectations that negatively affect home obligations. Participants consistently
explained how completing work tasks often extends beyond the typical school day. These
extended hours sometimes interfere with family activities. To balance work and home,
participants continuously sought approaches to address work and family tasks and events.
The most dominant theme revealed from the data analysis was creating a balance.
Building relationships and support from spouse or significant other were the most frequent terms
used for attaining a balance. Successful relationships for an assistant principal allow them to
have a thought partner, especially for difficult decisions. Assistant principals who struggle with
establishing relationships often lack confidence, resulting in poor decision-making at times.
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Although Tiffany has another assistant principal in her building, she feels like they work in silos
and do not have support. In one of the anonymous letters to a first-year assistant principal, a
participant suggested using a peer network made up of assistant principals to use as soundboards
for support and guidance around various issues occurring in the position.
In addition to guidance from their peers, the participants mentioned a support network
consisting of family and friends. Melissa explained how the unique relationships she shares with
the other three assistant principals helped her to achieve success in the position. Melissa
continued to say, “They called us the dream team because we were known for our different
talents. The best team I ever worked on.” When asked how these relationships help her in the
position, she stated, “We have the opportunity to collaborate and assist each other with making
tough decisions.” She also explained that when family conflict arises, they support each other
and cover athletic events and school-wide activities, providing a level of work-life balance.
Melissa also stated she is lucky to have her mother living with her to free up some of her time to
support other assistant principals on her team.
The theme of maintaining an organized system described approaches to address work and
life demands. The participants expressed the importance of being organized with work and life
to avoid disruptions and chaos. The two most used approaches were using a calendar and list for
home and work. A participant advocated in their anonymous letter to a first-year assistant
principal, “You find a system to manage your time each day. I like to use a checklist, and other
administrators use an hourly grid to schedule tasks and monitor their completion.” Another
participant included her approach in her letter:
At the start of the week, I created a calendar that included my assigned duties and
responsibilities (your principal will assign you areas within the building to lead/support),
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all meetings, and I included time in my schedule to connect with teachers and students.
There will be times when issues arise in the school building that will take president over
your calendar, but I learned not to let that disrupt my home life.
Working effectively and efficiently seemed to be the overarching goal of an organization system
as the daily routine of an assistant principal is unpredictable. Adopting an organizational system
will help to ensure tasks are completed at work and at home.
Sub-question three. The last sub-question of this study asked, “How do female assistant
principals describe the effect of work-life imbalance on their well-being (e.g., emotional, mental,
physical, and/or spiritual)?” The findings revealed that work-life imbalances had a minimal
effect on the participants’ well-being, partially due to navigating the position with years of
experience. The theme of practicing healthy eating and self-care conveyed the importance of
caring for an assistant principal’s mental, physical, and spiritual needs. Even though a few of the
participants did not eat a healthy lunch or did not eat until they arrived home, they were aware of
the potential risk to their health. A first-year participant was rushed to the hospital from school
due to stress and elevated blood pressure. She explained that she learned to better manage her
time and practice self-care. Her lifestyle changes included being intentional about bringing her
lunch and making time to eat during the day.
Another approach to having a healthy lifestyle is minimizing incidents of stress. The
levels of stress depended on the task for Julie. She tries to be intentional with her email
communication and interactions with all stakeholders. These tenets help to minimize incidents
of stress for her. Also, Julie takes a more aggressive approach to destressing that is intentional as
well. She explained:
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I would register for a marathon or different running events to kind of keep myself
motivated. So, if I signed up for something, that means I have to train. Or, I’d be up in
the morning to either go running or swimming.
Julie acknowledged during the focus group that her imbalances with work and family
responsibilities had affected her participation in marathons. She attributed this to a challenging
year, especially during the fourth quarter, when the school district shifted to virtual learning due
to COVID-19. To infuse some level of stress relief, Julie started to watch more television and
subscribe to professional digital resources to extend her learning.
Spending extended hours after school to complete work responsibilities interfered with
Tina’s ability to address her self-care needs. She explained that “…there were times when it was
midnight and school ended at 3:30 p.m., and I’m still in the building working.” She continued to
say that she missed wellness appointments due to completing work responsibilities that inversely
impacted her health at times. Tina agreed that assistant principals must “focus on self-care” and
avoid stressing over work and life responsibilities. She also suggested that well-being must be
strictly adhered to in order to avoid emotional and physical stress that often plague the position.
Summary
This chapter presented a description of the findings from 12 female assistant principals’
lived experiences and their approaches to balancing work and life demands. To get a real
understanding of their approaches, five participants worked at the elementary level, three at the
middle school level, and four at the same school district’s high school level. Trustworthiness
and credibility were achieved by virtual semi-structured interviews using Google Meet and one
phone interview, anonymous letter to a first-year assistant principal using Google Forms, and a
focus group using Google Meet to triangulate the data. One semi-structured interview was
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conducted over the phone due to internet connection issues experienced by the participant.
NVivo 12 qualitative software was used to code the data.
Four themes emerged from the data analysis that were supported by participant
statements. The first theme, creating a balance, described the factors participants used to balance
work and life responsibilities. The second theme, identifying roles and responsibilities,
explained why participants faced conflict in their roles as mothers, spouses, or significant others.
The third theme, maintaining an organized system outlined the techniques participants infused to
achieve a balance between work and life demands. Practicing healthy eating and self-care was
the final theme that identified potential sources of stress and strategies to stay healthy.
The last section of this chapter is a response to the study’s research questions. The
responses to the central question and three sub-questions were supported with participant
statements and quotes. Although the participants had minimal work-life imbalances, it was clear
that years of experience and lessons learned played a role in tackling their work and family
obligations. This study added to the literature on the assistant principalship, job description, its
implication for mothers who are married or living with a significant other, and provided a lens
into the participants' lived experiences. Last, this study provides viable recommendations for
women interested in pursuing a position as an assistant principal.
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CHAPTER FIVE: CONCLUSION
Overview
The purpose of this transcendental phenomenological study was to understand the worklife balance approaches used by female assistant principals to address professional and personal
demands. This chapter interprets and discusses the findings that were presented in the preceding
chapter. Specifically, in this chapter are a discussion of the themes and sub-themes revealed
from the data and a discussion of the alignment of those themes and sub-themes to the study's
research questions. This chapter consists of the summary of findings, discussion of the findings
and the significance of the Chapter Two literature review, comparison of findings with the
theoretical framework and previous literature, limitations and delimitations, implications for
practice, recommendations for future research, and a summary.
Summary of Findings
This study examined the approaches female assistant principals used to balance their
work and life responsibilities. Twelve participants who met the study’s criteria were identified
and shared their work-life balance experiences. Four themes emerged during data analyses from
the participants’ description of work-life balance: creating a balance, identifying roles and
responsibilities, maintaining an organized system, and practicing healthy eating and self-care.
Participants reported their work-life balance approaches in the semi-structured interviews,
anonymous letters to a first-year assistant principal, and focus group interview. Female assistant
principals who are mothers, married, or living with a significant other experience imbalance,
especially in the first few years in the position. To manage their responsibilities, they adopted
strategies and techniques to survive in the position. Even though they have uneven success with
their approaches, they continue to find ways to succeed in their multiple roles.
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The central research question asked, “What are the lived experiences of female assistant
principals in connection with their role and approach to balance work and life responsibilities?”
All twelve participants agreed that a connection exists between their multiple roles as an assistant
principal, mother, spouse, or significant other. Two themes emerged to answer the central
research question. The first theme, identifying roles and responsibilities describes participants’
experiences across multiple roles as a mother, assistant principal, spouse, or significant other
with excessive demands. Several of the participants voiced their concerns with incompatibility
and conflict with their responsibilities. Seven of the participants revealed that they worked
several hours beyond their workday completing tasks. These extended hours impeded on family
demands. As a result, participants sought support from their spouse or significant other to
minimize family responsibilities. They asked for help with afterschool pick-up, homework, and
dinner preparation. Assistance in these areas minimized stress and reduced imbalances.
The second theme derived from the central research question was maintaining an
organized system. All 12 participants collectively agreed that using an organizational system is
vital to the position of assistant principal. They recommended using tools such as calendars and
checklists to help with organizing professional and personal tasks. They used digital and
hardcopy calendars to capture the nuances of the position. These methods ensured they were
meeting the demands of the position while addressing their family needs. The anonymous letters
to a first-year assistant principal echoed the importance of an organized system. All submitted
letters contained the recommendations of calendars and lists to help balance responsibilities. The
participants collectively expressed the importance of finding a balance between work and life
responsibilities in the assistant principalship. The data analyses unveiled that several of the
participants shared similar approaches to work-life balance. The common approaches are
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building relationships, time to unwind from work, managing role conflict, daily and weekly
checkpoints, detailed calendar, exercise to stay healthy, managing stress, and self-care.
The themes revealed during the analyses of data helped to answer the study’s three subquestions. The first sub-question for this study asked, “How do female assistant principals
describe their experience in the role of mother, spouse and/or significant other?” The theme,
identifying roles and responsibilities also answered the first sub-question. The three dominant
sub-themes were: confronting hostility, incompatibility with responsibilities, and managing role
conflict. Participant responses corroborate the need for professional development to address
workplace conflict. During the semi-structured interview and focus group, participants described
how they experience hostility and role conflict as an assistant principal. All participants
experienced incidents of hostility with staff and incompatibility of duties in the assistant
principalship. Four participants described their negative experiences during their first year as an
assistant principal and the lasting impact on their leadership behaviors. Two of the four
participants were promoted from a teaching position to an assistant principalship in the same
building. They noted how their connections and rapport with fellow teachers quickly diminished
as they were now supervisors and their daily interactions became more hostile. The other two
participants were challenged on every decision they made as first-year assistant principals.
Participants acknowledged the amount of stress caused by hostility and sought strategies to
improve their work environment. Before making decisions regarding instructional practices and
discipline, they consulted the administrative procedures published by the district that are
accessible to the public. Following the policies and procedures mandated by the school district
confirmed their decisions and minimized incidents of hostility.
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All twelve of the participants collectively agreed that they struggle with managing their
professional and personal responsibilities due to the incompatibility with responsibilities. They
proclaimed that the assistant principalship’s job description is ill-defined, causing imbalances for
the individuals serving in the position. Participants explained how completing formal
observations could take up to two hours to complete causing a delay in accomplishing other
work tasks. As a resolve, participants structured their workday to include staying late a few days
of the week to complete work responsibilities. On the opposite days, participants would leave on
time to maximize their time with family and friends.
Moreover, the COVID-19 pandemic added additional responsibilities for the participants.
Eight participants mentioned that working virtually often conflicted with their demands as a
mother, spouse, or significant other. They described how they were in meetings that extended
late into the evening, conflicting with family demands. They also explained the difficulties in
assisting their children with virtual learning while completing work demands. Participants
adopted the following approaches to relieve imbalances caused by excessive workloads and
virtual learning: managing role conflict, detailed calendar, and managing stress. Although the
assistant principalship’s job description is vague, participants tried to find strategies for them to
experience success in the position.
The second sub-question for this study asked, “What are the work-life balance
approaches described by female assistant principals to achieve a balance between personal and
professional responsibilities?” The theme, creating a balance provided suggestions for
balancing the demands of work and home. Building relationships, finding a balance, and support
from a spouse or significant other were the most frequent sub-themes. The suggestions included
seeking help from a family member, spouse, or significant other. All twelve participants
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mentioned the vital role their spouse or significant other assumes to help with their imbalances.
They shared how asking for help from their spouse or significant other with family demands
reduced their stress levels. Family responsibilities switched to a collaborative partnership where
everyone shared family tasks. Three participants described how sharing duties with their spouses
allowed them time to relax when they arrived home. Participants expressed the importance of
establishing relationships and avoiding the overlap in responsibilities between work and home.
Another theme, maintaining an organized system emerged due to the participants’
recommendations of using a method to help manage and balance their demands. The most
prevailing sub-themes were detailed calendars, work and home lists, and daily checkpoints. In
the anonymous letters to a first-year assistant principal, five participants suggested using a
detailed calendar. Participants used the calendars on their phones and hardcopies to ensure they
captured professional and personal tasks. According to the participants, being organized is
essential in the role of assistant principal. In addition to using calendars, participants mentioned
using daily and weekly checkpoints to balance professional and personal demands. Five
participants used weekly checkpoints to monitor their progress with completing work and family
tasks. Participants mentioned how they would take time after school to revisit their checklist or
calendar to reorganize or remove tasks. Female assistant principals who find a balance with their
home and life demands can better manage their responsibilities. Regardless of the method,
participants recognized that a balance is achievable if an organization system is in place.
The third sub-question for this study asked, “How do female assistant principals describe
the effect of work-life imbalance on their well-being (e.g., emotional, mental, physical, and/or
spiritual)?” The theme, practicing healthy eating and self-care revealed that long hours,
excessive workloads, and family demands make it hard to continue with healthy habits as a
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female assistant principal who is a mother with a spouse or significant other. Three sub-themes
emerged to support the importance of removing imbalances and maintaining healthy well-being:
self-care, managing stress, and selecting food choices. Participants understood the importance of
maintaining a healthy lifestyle. Eating healthy and self-care were strategies shared amongst all
participants. Three participants ensured they have healthy snacks to eat throughout their day
despite not having a scheduled lunch. Conversely, six participants reflected on their eating
habits and recognized that they rely on snacks from the vending machine or forgo eating until
they arrive home.
Several participants recognized the importance of adding self-care to their agenda, while
others reported they often miss wellness visits and lunch due to work responsibilities. Three of
the participants were intentional with adding wellness appointments to their calendars. Adding
wellness appointments ensured they did not miss appointments due to work demands. From the
semi-structured interviews and anonymous letters to a first-year assistant principal, participants
suggested exercising or finding activities to help lower stress. They added these methods to their
calendars to avoid imbalances with their professional and personal demands. Also, these were
approaches used to balance work-life demands. The participants collectively agreed that
practicing healthy eating and addressing their self-care are needed, especially in an assistant
principal’s role.
Consequently, assistant principals across all grade levels struggle with meeting work and
life demands. A factor contributing to these struggles is the vague job description for the
assistant principalship. This study also revealed that female assistant principals face imbalances
between work and life demands due to excessive workloads and extended work hours. As a
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result, participants adopted approaches to minimize imbalances with professional and personal
obligations.
Discussion
The following is a discussion of the study’s findings that correlate and extend the
research in the literature review. Chapter Two’s literature review discussed women as leaders
and their challenges while serving in multiple roles. The chapter also reviewed work-life
balance and the impact on female leaders’ success and promotion within an organization because
of their role. This study’s framework was grounded in two theories: Biddle’s (1986) role theory
and Clark’s (2000) work/family border theory. These theories address the challenges faced by
assistant principals and identify why female leaders struggle in their multiple roles.
Role Theory
This study extends the research on Biddle’s (1986) role theory. This theory originated in
social sciences to examine the roles individuals assume according to their social positions,
personal expectations, and behavior. Previous research on role theory focused on health
professions, gender inequality, and counseling positions (Biddle, 1986; Greenglass et al., 1988;
Ivey & Robin, 1966; Vatharkar, 2017). Studies that use role theory to investigate individuals in
the field of education are missing from the literature, especially for female leaders. As a result,
this study adds to the literature on role theory by extending the research to illuminate the
multifaceted functions of the assistant principalship.
The role theory was confirmed through the study based upon the participants’ responses
that reflected the challenges of being an assistant principal, mother, spouse, or significant other.
Biddle (1986) proposed that roles are generated from expectations learned through professional
and personal experiences. During the semi-structured interviews, participants admitted to having
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some form of bias towards different genders aligned with their children. They took pride in their
role as a mother and treated the students as if they were their own. Tina was proud of her role as
a mother, “you bring those nurturing thought processes in the job, caring for people and
interacting with people.” Like Tina, all participants agreed that the role of mother influenced
how they treated students and teachers as assistant principals. They were sympathetic if a
teacher had to leave work early due to a child’s illness or issues concerning their spouse or
significant other.
According to Biddle (1986), when one or more roles are incompatible with an
individual’s expectation, the effect can be detrimental to their health, work performance, and
relationships. Another underpinning of role theory is the concept of role conflict. Individuals
who struggle to manage their demands within their roles experience conflict. Past research on
role conflict suggests that the incompatibility of responsibilities is bi-directional affecting work
and home (Al-kahtani & Allam, 2016; Greenhaus & Beutell, 1985; Kossek & Lee, 2017).
Additionally, research by Greenhaus and Beutell (1985) suggested that interrole conflict occurs
when opposing demands interrupt an individual’s daily function. Time-based and strain-based
are subsets of interrole conflict that adversely impact work performance causing stress and health
issues. This study corroborates role conflict due to the multiple challenges the participants faced
in the assistant principalship. The participants in this study all admitted to different challenges
with being an assistant principal, mother, or significant other. Melissa explained that she uses
medical marijuana oil to help lower stress associated with the assistant principal’s role due to her
health condition. Another participant wrote in their anonymous letter to a first-year assistant
principal, “schedule time to enjoy yourself by destressing with a few activities (i.e., Zumba,
social events, family time, etc.).” Equally important, several of the participants mentioned the
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numerous roles assumed at home jeopardized their relationship with their spouse or significant
other.
Research by Sana and Aslam (2018) and Kulik et al. (2016) studied the results of role
incompatibility on women’s well-being. Trying to juggle multiple demands simultaneously
causes imbalances with professional and personal needs leading to higher stress levels and
dissatisfaction with their positions. This study confirms the negative impact of work demands on
women. Participants repeatedly explained how they neglected their health, causing long-term
issues for a few of the participants. They also shared that trying to tackle their excessive
workloads and the ongoing changes in public education is starting to take a toll on their
psychological well-being. Celik (2013) studied the vice-principal position and found strategies
to address conflict. Although the study results confirmed a positive correlation between role
conflict and job performance, it was suggested that techniques should be considered to minimize
conflict. This study’s participants confirmed that imbalances exist between the assistant
principalship and their role as mothers, spouses, or significant others. Individually, the
participants sought approaches to address work and family conflict. In the anonymous letters to
a first-year assistant principal, participants recommended using an organizational system to help
address imbalances. The assistant principalship is a demanding career, and success is dependent
on how individuals manage their responsibilities. This study sheds new light on Biddle’s (1986)
role theory. It helps pinpoint specific interactions that cause conflict in the assistant
principalship and inform about suggestions to minimize conflict incidents.
Work/Family Border Theory
Work/family border theory (Clark, 2000) was the second theory used to design this
study’s theoretical framework. Clark (2000) theorized that people live in professional and
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personal domains that require them to cross borders daily. These individuals are border-crossers
and must decide when and how they move between professional and personal demands. The
decision to cross borders is established by human behavior and expectations. Individuals will
balance both domains when there is stability, contentment, and minimum conflict with
responsibilities. Workplace cultures also drive stability across work and home domains. These
cultures accumulate resources and expectations that take precedence in each domain (Clark,
2000). As the study confirmed, individuals are often not aware of workplace cultures and
struggle to find a balance. During the focus group, Shannon discussed how workplace cultures
differ across careers. She explained that “You know, for those of us that are supervisors or
whatever, there might be a different expectation at work than someone that might be working,
you know, like a shift job.” The other focus group participants agreed that there are workplace
cultures where the expectations are not supportive of female assistant principals. Emily
described a conversation she had with her supervisor before submitting leave to address her
child’s illness. Her supervisor asked if her husband or another family member could help with
her sick child’s needs. This type of workplace culture causes unnecessary stress, discontent with
the position, and conflict for female assistant principals.
To achieve a balance with culture expectations at home and work, Clark (2000) proposed
that each domain’s borders can be permeable, flexible, and blended. Participants discussed the
impact of working from home due to COVID-19. They shared the challenges they faced trying
to complete work tasks while simultaneously helping their children with their virtual learning.
Participants’ borders between work and home became permeable and blended, causing elevated
stress. They admitted that boundaries are necessary to limit conflict between demands. Melissa
expounded on how COVID-19 negatively affected working virtually. Her work hours were
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extended past 9:00 p.m. several times during the week because of several virtual meetings such
as collaborative planning and parent concerns. Although her border became flexible due to
working virtual, work demands increased, resulting in conflict with domains. All participants
were border-crossers since schools closed due to the pandemic. They were required to transition
between the work and family domains multiple times during the day, creating imbalances. The
influences of supervisors, workload, and family need contributed to how the participants
transitioned and how much of their time was spent in one domain. Despite working virtually,
participants tried to retain the same approaches pre-pandemic to balance their responsibilities. In
their letter, a participant recommended a first-year assistant principal to have a conversation with
family and friends to set boundaries while working virtually. Family members cause borders to
blend, and if there is no clear communication or expectations at home, conflict and imbalances
will occur.
Finding approaches to creating a work-life balance is not an easy task for female leaders
(Allen & Weaver, 2014; Armstrong, 2015; Barnett et al., 2012; Cohen & Schechter, 2019; Craft
et al., 2016; Gonzales, 2019). This study extends the work/family border theory by revealing
how assistant principals view work-life balance and maneuver between professional and personal
domains. All the participants had different views about work-life balance. For instance, Melissa
believes work-life balance does not exist while Shannon sees it as meeting personal and
professional demands. Regardless of their definition of work-life balance, most of the
participants acknowledge they experience imbalances. There is current research that supports
how work and life imbalances affect the health of female leaders (Gravador & Teng-Calleja,
2018; Hwang & Ramadoss, 2016; Irfan & Azmi, 2015, Johari et al., 2018; Kulik et al., 2016;
Mauno et al., 2017; Minnotte & Yucel, 2017; Nitta et al., 2018; Rabenu et al., 2017). As a first-
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year assistant principal, Gabrielle explained how she was rushed to the hospital during the school
day due to stress.
Similarly, Robin described how she self-administers anxiety medication to lower her
stress levels. These participants identified work demands and ineffective supervisors as reasons
for their increased level of stress. To lower stress levels, most participants have approaches that
they use either during the day or in the evening. This study’s approaches will prove beneficial
for new assistant principal induction programs where strategies are shared to meet the position’s
demands.
Women as Leaders
Research by Balyer (2017) found that women are disproportionately represented in
leadership positions. Despite their education level, issues due to conflicting home and work
demands become barriers to seeking leadership positions such as principalship. Several studies
explored women as leaders across all grade levels and settings (Braun & Peus, 2016; Nanda,
2015). Although some data sources show an increase in female principals, many do not remain
in the position (Grissom et al., 2015; Helterbran & Reig, 2004; Hwang & Ramadoss, 2016; U.S.
Department of Education, 2018). The cause of their early departure included excessive workload
and stress. Current research acknowledges the demands and the challenges female principals
encountered (Balyer, 2017; Bauer & Silver, 2018; DeMatthews et al., 2018; Kruse & Krumm,
2016; Oplatka, 2017; Peters-Hawkins et al., 2017; Rangel, 2017), but they did not focus on
female assistant principals. The common strand throughout the studies was the effect of
imbalances on work and life demands. These included elevated levels of stress and unhealthy
lifestyles of female principals, which are factors of turnover in the position. This study confirms
prior studies about the impact of excessive workloads and the amount of stress female leaders
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experience. Through the semi-structured interviews, participants revealed that the number of
work responsibilities negatively affects their health, resulting in stress.
Research studies also found that female assistant principals experience similar work and
life challenges as principals (Allen & Weaver, 2014; Armstrong, 2015; Barnett et al., 2012;
Cohen & Schechter, 2019; Craft et al., 2016; Gonzales, 2019). Several of the participants in this
study identified specific activities or events that were contributors to their imbalances. They
collectively agreed that professional and personal demands caused stress. This study’s
participants had varying predictors for work-life imbalances - from Alice’s last-minute deadlines
to Tiffany’s lack of a learning community. Several influences on stress stemmed from working
beyond the school day and attending athletic events, especially for those serving at the middle
and high school levels. This study sheds new light on the work/family border theory and the
assistant principalship. For instance, Clark (2002b) proclaimed that individuals have the ability
to manage their work and family responsibilities. This study confirmed that individuals could
find approaches to manage their obligations. The participants described how they tried to
structure their duties by using different methods and strategies. Some participants adopted an
organization system that included checkpoints as an accountability measure to balance their
responsibilities. Maintaining autonomy over responsibilities will help aspiring, and current
assistant principals succeed in the position.
The Effect of Work and Family Conflict on Successful Leadership
Employed women with family obligations experience conflict with work and home
demands (Anyanwu et al., 2015; Majekodunmi, 2017). According to a study by Shockley et al.
(2017), women with extended work hours experience higher levels of work-family conflict.
Participants in this study agreed that they experience conflict with professional and personal
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demands. Gabrielle explained that she would fall asleep on her sofa for several hours after work,
often neglecting her family’s needs. Similarly, Robin would spend several hours after school
completing work responsibilities in private. She expressed working late at school often caused
conflict with her family. This study confirms the preceding literature on the work-family
construct and identifies behaviors that cause an imbalance between home and work.
Work-family conflict can negatively affect the health of female leaders. Current
literature found that women leaders experience stress, burnout, and physical and emotional jobinduced symptoms (Bauer & Silver, 2018; Beausaert et al., 2016; DeMatthews et al., 2018).
This study adds to the literature on the well-being of female assistant principals. All participants
experience stress at work and home. Melissa explained how she uses medical marijuana to help
with her anxiety due to the assistant principalship’s excessive demands. Likewise, Robin uses
anti-anxiety medicine to deal with work responsibilities and lack of support from her supervisor.
The assistant principalship is challenging, especially for those individuals with family
obligations. School districts and supervisors must ensure systems and processes are in place for
assistant principals to minimize the potential for health issues that will impact their job
performance.
The Challenges of Female Educational Administrators
This study corroborates prior research regarding the challenges women experience in
leadership positions. Studies have shown gender inequity for women in leadership positions
(Estler, 1975; Overton Hyndman, 2009). These studies suggested that women are viewed more
as classroom teachers instead of leading a school. Also, women are perceived as nurturers and
will lead with a mother-like instinct (Derks et al., 2016; Jones, 2016; Kaiser & Spalding, 2015;
Verniers & Vala, 2018). Women leaders who do not balance their professional and personal
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demands miss advanced leadership positions. Helterbran and Reig (2004) and Sok et al. (2018)
concluded that internal and external stakeholders contribute to imbalances of female leaders and
the burden of trying to sustain and establish a balance. Participants in this study observed firsthand the demands of the principalship. Three of the 12 participants said they might pursue a
principalship after their children are older. They recognized the struggles principals face and are
not willing to jeopardize time with family or friends.
Another challenge of the assistant principalship is the vague job description, often
resulting in imbalances. Previous studies revealed the disconnect between the assistant principal
position and job description. The job descriptions range from a focus on managerial
responsibilities to school-wide discipline (Ellis & Brown, 2015; Mercer, 2016; Morgan, 2018).
This study adds to the research on the excessive responsibilities of the assistant principalship.
Although the participants were hired based on a generic job description, their responsibilities
varied between level and school. At the elementary level, Emily described how the assistant
principal team eats lunch together and shares responsibilities. She also recounted that her tasks
were minimal compared to assistant principals serving in the upper grades. As a high school
level administrator, Melissa described the nuances and challenges of addressing students’ and
teachers’ mental health needs, coupled with supervising athletic events. Melissa explained that
she was unaware of how multifaceted the assistant principalship can be and how responsibilities
differ between high schools. For assistant principals to flourish, their job description should
include all responsibilities to avoid imbalances.
Obstacles to Work-Life Balance
This study confirms prior research about barriers women leaders face trying to balance
home and work. Studies revealed that when women accepted reduced hours due to family needs,
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their chances of promotion were lower, and they were not offered similar opportunities as their
male counterparts (Buchanan, 2014; Verniers & Vala, 2018). During the focus group interview,
one participant described how her administrative team would be a little hostile towards her if she
had to take leave to address family needs, especially during school events. Likewise, being the
only assistant principal at her school, Jade’s principal would frown upon her taking leave during
certain times of the year to address personal responsibilities. Incidents of hostility and the lack
of support sometimes result in stress and discontent with the position.
Research by Drummond et al. (2017) and Oplatka (2017) discovered the adverse effect of
a hostile environment, excessive workloads, and unreasonable demands on women leaders’ wellbeing. They concluded that work stressors inclusive of legislation demands and parent concerns
cause undue stress and health issues for women serving in a leadership position. This study
corroborates previous research on the well-being of female leaders. Participants in this study
admitted to missing a doctor’s appointment or a family event due to work demands. Tiffany
explained the impact of missing her children’s honor roll assemblies or sporting events because
of professional responsibilities. As a result, she described elevated levels of stress and
dissatisfaction with the assistant principalship. Studies suggest that women leaders negotiate
their time to practice self-care to avoid stress and burnout, including a focus on emotional and
physical well-being (Beisser et al., 2014; Grissom et al., 2015; Tikkanen et al., 2017). The
study’s participants recognized that they neglected their health and missed far too many family
events. Robin adopted the use of a calendar that included work and home tasks. Additionally,
she made sure self-care was added between professional and personal responsibilities. Assistant
principals who are mothers, spouse, or a significant other will always face obstacles. It is
imperative that they select approaches that will minimize stress and imbalances.
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Alignment of Organizational Systems on Work and Families.
This study adds to the field of research regarding organizational support for employees.
Earlier studies found that poorly designed work schedules, workload, and lack of supervisory
support deter individuals from seeking advanced positions (Irfan & Azmi, 2015; Johari et al.,
2018; Klatt, 2014). These factors cause imbalances and stress for employees. Kelsey described
how teacher observations, before and after school duty, and accountability measures increase her
workload and cause imbalances. Comparatively, Alice explained how she would rush to pick up
her daughter from daycare and return to school for an event. She continued to explain that
regardless of the number of hours spent at school for an event, her arrival time the following day
would remain the same.
Studies have also reported vital indicators of employee success within an organization,
especially for those with family obligations. For example, Clark et al. (2017) and Drummond et
al. (2017) suggest that organizations should infuse support systems and the autonomy to be
flexible with an employee’s work schedule without penalty. Additionally, a positive rapport
with a supervisor will reduce stress and lead to an employee’s success. Julie and Shannon were
the only two participants who asserted that they have a positive and open rapport with their
supervisors. They also shared that on days when there is a late event, they have the autonomy to
stagger their start time the following day. Organizational structures are vital in the assistant
principalship. Vague job descriptions and excessive workloads will deter assistant principals
from seeking a principalship resulting in a shortage of women leaders in advanced leadership
positions. This study strongly suggests that support systems and mentoring are needed to help
with balancing work and family obligations.
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Implications
The theoretical, empirical, and practical implications of the study’s findings will be
discussed in this section. First, the theoretical implications will explore the plausible alignment
of the findings with the study’s two theories named in the theoretical framework. Second, the
empirical implications will evaluate the participants’ observed actions and the relationship
between the study’s findings and prior research. Third, the practical implications will describe
how the research findings contribute to a successful work-life balance for new and current
female assistant principals, especially those enrolled in an induction program. Last,
recommendations for all stakeholders will be identified in this section.
Theoretical Implications
The theoretical framework was constructed around role theory (Biddle, 1986) and
work/family border theory (Clark, 2000). These two theories aided in understanding female
assistant principals’ challenges as they balance their demands. The theoretical implications of
this study will be discussed in the following section.
Role theory. Role theory (Biddle, 1986) was selected because it explains why the study
participants assume different identities depending on the setting. The participants expressed how
they experience conflict in their role as a mother, spouse, or significant other. In the focus
group, participants collectively agreed that when there is an ill child, they are the ones to stay
home while the spouse or significant other reported to work. Although they addressed their sick
child’s needs, they felt devalued and were mandated to complete work tasks while at home. As a
spouse or significant other, some participants explained how there is an implied expectation of
having dinner ready every evening. Participants shared how they met the expectation by
bringing work home. This implied expectation caused an increased level of stress and
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imbalances with work and home demands. In an assistant principal’s role, participants were
required to miss family events to attend school-related functions. Participants mentioned how
they regretted choosing between work and home. Tina said, “then you look at pictures you
wanted to be there, you’re not in any of them…I would never do that again.” The instructional
focus and student discipline will improve if assistant principals do not have conflict and stress,
which prevent them from being strong instructional leaders in their buildings. These experiences
supported the need to implement approaches to help manage work and home expectations.
Work/family border theory. Clark’s (2000) work/family border theory was chosen
because it provided a framework to explain why individuals negotiate their time and utilize
support systems between work and home to balance their responsibilities. The participants were
determined to balance their demands to ensure they allocated time equally between work and
home. Several of the participants created a schedule to work beyond the school day, completing
tasks to avoid conflict with home demands. For instance, Kelsey shared that she stays late at
work Monday-Wednesday and leaves on time Thursdays and Fridays. Her approach ensured a
balance existed between work and family responsibilities. In the anonymous letter to a first-year
assistant principal, a participant suggested creating a support network to discuss work and
personal tasks. It is recommended that a support system is used to minimize stress levels and
lower incidents of imbalance. Participants also mentioned utilizing leave to address personal and
family needs. Emily explained that there is nothing like a mom, and it is her responsibility to
take care of her asthmatic child, even if it includes using multiple days of leave. The participants
recognized that imbalances would exist and tried to ensure they meet the needs at work and
home. Role theory (Biddle, 1986) and work/family border theory (Clark, 2000) align perfectly
with the assistant principalship’s roles and responsibilities. The assistant principalship position
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requires movement between multiple roles, sometimes resulting in conflict. As a
recommendation, district leaders and principals can better support assistant principals by
understanding the many roles assistant principals (AP) assume and the negative impact excessive
workload and extended work hours have on their work-life balance.
Empirical Implications
Empirical implications are the observed phenomena derived from actual participant
experiences (Moustakas, 1994). The following section will discuss the study’s empirical
implications in relation to the Chapter Two literature review. Specifically, women leaders,
alignment of organizational systems on work and family, and the effect of work-life balance on
job performance are included in this section.
Women leaders. Although the number of women leaders is increasing in the
principalship, research has shown that they are not remaining in the position. This study’s
empirical implications will help new female assistant principals experience success in the
position and pursue a principalship. Past studies have focused on female principals’ and
superintendents’ challenges with children and spouses (Balyer, 2017; Jones, 2016; Klatt, 2014;
Liang & Peters-Hawkins, 2017). Other research highlighted the structural and personal barriers
women leaders face while climbing the career ladder (Buchanan, 2014; Selzer et al., 2017;
Verniers & Vala, 2018). These studies include gender discrimination experienced by women
leaders. Additionally, prior research identified the physical and emotional toll the barriers and
challenges have on female leaders, negatively impacting their well-being (Bauer & Silver, 2018;
Beausaert et al., 2016; Drummond et al., 2017). Although these studies focus on female
principals and superintendents, studies that focus on the female assistant principals’ challenges
and barriers are scant.
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Regardless of the position, women leaders face challenges with work and family
demands. Participants in this study experienced conflict between work and home due to
imbalances with responsibilities and job descriptions. They were stressed, in poor health, and in
conflict with their family members. As a recommendation, school-based supervisors must
ensure they align the amount of work within a reasonable timeframe to avoid potential
imbalances for the assistant principal. They will need to revisit the assistant principalship job
description and determine those critical areas required to move the needle on students’ academic
success versus focusing solely on discipline. Additionally, female assistant principals should
strive to move into an advanced leadership position. Several of the participants were okay with
being a career assistant principal. To help sustain the pipeline between the assistant
principalship and principalship, it is recommended that supervisors and district leaders adopt
strategies to remove female leaders’ barriers.
Alignment of organizational systems on work and family. This study’s empirical
implications add a different lens on the organizational systems and structures needed for female
assistant principals to succeed with work-life demands. In the review of Chapter Two literature,
studies were limited that focused on assistant principals’ professional needs. The result of this
study added to the literature on organizational support and work-life balance strategies for the
assistant principalship. The participants shared that ongoing support from a peer mentor at the
beginning would have helped their transition from the classroom to the assistant principalship.
Participants described how they fumbled making decisions on tasks such as collaborative
planning and student discipline.
As a recommendation, providing strategies and techniques should help a new assistant
principal be successful in the position. For instance, several participants identified using a
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calendar and lists to manage their responsibilities that would result in success in the position.
Robin is a checklist person; she likes to “check off items that are completed, and it also gives…a
sense of completion.” Comparatively, Tina uses a Google calendar and the calendar on her
phone to help ensure she is completing all tasks. These strategies are recommended amongst all
participants and add to the framework for professional development or a new assistant principal
induction program.
The effect of work-life balance on job performance. The Chapter Two literature
review highlighted the health issues women leaders experience while serving in the position.
Another empirical implication of this study is that the results highlight the importance of an
assistant principal’s well-being and what they do to minimize stress incidents. This study
confirms that women leaders struggle with work-life imbalances resulting in emotional and
psychological health issues. Throughout all data collection measures, the participants expressed
the importance of practicing self-care regardless of the conflict it may impose. Emily mentioned
how she ensures she schedules wellness appointments for herself and her family, even if it means
missing a school event or meeting. Shannon described her self-care as going to the gym before
or after school to help minimize her stress levels. Similarly, in the anonymous letters to a firstyear assistant principal, participants emphasized the importance of practicing self-care. They
offered recommendations such as taking an exercise class, going to the spa, watching a movie
with friends, or taking a long walk.
The emotional and psychological well-being of assistant principals can negatively impact
their job performance (Craft et al., 2016; Hausman et al., 2002; Oleszewski et al., 2012). The
participants in this study shared their approaches to improving their well-being. Regardless of
the approach, participants recognized the need to find solutions to their work-related conflict.
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School-based supervisors who can help minimize imbalances will have increase work
performance from assistant principals because barriers were removed.
Practical Implications
The following section will discuss the practical implications of the study. Implications
for assistant principals, supervisors, district leaders, and administration preparation programs are
discussed. Also, recommendations on how all stakeholders can improve the assistant
principalship are discussed.
Assistant principalship. The responsibilities of the assistant principalship vary between
grade level and school. Imbalances occur when APs experience issues with managing their
professional and personal responsibilities. Participants repeatedly expressed their challenges
with balancing professional and personal demands. They all shared how they missed family
events due to work responsibilities resulting in conflict with their family members.
Furthermore, participants expressed the impact on their health due to imbalances.
Assistant principals must be proactive in ensuring they are meeting the needs of work and
family. Courtney shared that she accomplishes her professional tasks first because “that’s where
your bread and butter comes from.” Although Courtney focuses on professional tasks, she
recognizes the conflict it causes with her children and spouse.
Results of the study presented a glimpse into the daily nuances of the assistant
principalship. Gravador and Teng-Calleja (2018) recommended that individuals should control
their work-life obligations and set boundaries to avoid conflict. Participants were able to reflect
on their experiences and share their approach to managing professional and personal
responsibilities. Their recommendations included finding strategies such as using a calendar for
organizing tasks and practicing self-care. Participants also shared that having supervisor support
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and a mentor would be beneficial, especially in the early years as an assistant principal. For
instance, veteran assistant principals can serve as mentors to new APs on their team. They can
serve as a soundboard for finding resolutions to work issues or resources for addressing home
conflict. Veteran assistant principals can share best practices and guidance on the assistant
principalship that will help limit imbalances.
Supervisors and district leaders. The pipeline to the principalship is assumed by
individuals who are effective assistant principals. Based on the participants’ responses, assistant
principals desire safety nets and resources to support their success in the position. In the study
by Barnett et al. (2017), they concluded that assistant principals require training to help develop
their leadership skills and the responsibilities of the position. The results from this study inform
building-level supervisors about potential challenges assistant principals face when assigned
excessive responsibilities and workload. Petrides et al. (2014) suggested that novice assistant
principals need ongoing support that focuses on distributed leadership and mentoring. Schoolbased supervisors should consider a distributed leadership approach with their assistant principal
team. This will help improve the leadership behaviors of their AP team as well as give them the
autonomy to prioritize their responsibilities to avoid conflict and imbalances with work and
family demands. Supervisors can use participants’ experiences characterized in this study to
better support and mentor their assistant principal team.
According to recent research, assistant principal induction programs are growing (Allen
& Weaver, 2014; Armstrong, 2015; Barnett et al., 2017; Cohen & Schechter, 2019; Liang &
Augustine-Shaw, 2016). Education experts recognize the challenges assistant principals face due
to increased accountability measures, the shift in student demographics, and technology comfort
levels. The COVID-19 pandemic has added another layer to the assistant principalship. Several
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of the participants expressed their struggles with moving from face-to-face to a virtual learning
environment. School districts must ensure they extend ongoing training and induction programs
that encompass core competencies assistant principals need for the position. These approaches
will help minimize stress and conflict between work and home. Using the study’s results, district
leaders can revise the assistant principalship job description and develop an induction program
focusing on balancing work and family demands.
College and university stakeholders. This study’s findings better inform college and
university administrators about the needs of assistant principals. Entry into the assistant
principalship begins with a college or university administration preparation program. These
programs equip individuals for the nuances they may experience as assistant principals.
Although the study’s participants matriculated through a program, their responses revealed that
they struggle with managing their responsibilities resulting in stress. The participants shared that
they were not prepared to transition from a teacher to assistant principal after completing an
administration program. They verbalized issues such as the lack of experience leading a
collaborative planning session and handling discipline from an administrative lens compared to a
classroom teacher.
Additionally, societal demands coupled with family responsibilities cause stress and
burden for female leaders (Fuller et al., 2019; Pahuja, 2016). These issues result in
dissatisfaction and turnover (Rangel, 2017; Sok et al., 2018; Tikkanen et al., 2017). Therefore, it
is recommended that college and university stakeholders must consider incorporating
components in their course sequence that focus on work-life balance and healthy well-being
required for a well-rounded assistant principal. They can use this study’s results to revamp their

170
respective administrative endorsement programs to include specific sessions on leadership
behaviors, work-life balance, and healthy well-being.
Delimitations and Limitations
Delimitations are limits or boundaries of a study established by the researcher (Creswell
& Poth, 2018). This study included a participant exclusion criterion. Participants for this study
had to be a female assistant principal with children who are married or living with a significant
other. This criterion was used to discover participants who aligned with the study’s focus and
research questions. Also, I wanted to focus specifically on female assistant principals to help
identify approaches they can use to address imbalances between work and home.
Additionally, this study was limited to schools in one specific district. Pre-pandemic, the
geographical location was selected to help minimize challenges driving for the semi-structured
interviews and focus group and ensure the maximum number of participants. I chose one school
district because I wanted to find the variance between job responsibilities and how participants
approach work-life balance. Due to COVID-19, the interviews were conducted virtually using
Google Meet and one phone interview. I had success conducting virtual interviews except for
one participant and could have extended my study to neighboring school districts.
Another delimitation is the research questions used in this study. The research questions
focused on female assistant principals’ experiences across different roles, how they manage their
demands across multiple roles, and how moving between multiple roles impacts their health.
These questions were crafted to determine the approaches participants use to balance work and
life. I wanted to know their perspective on their multiple roles and how they address their health
needs as assistant principals. Female assistant principals who are not mothers may not share the
same lens as those who have children, are married, or living with a significant other.
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Limitations are factors that are outside of the researcher’s control (Creswell & Poth,
2018). The study began with a recruitment letter to all assistant principals in the school district.
Interested participants were emailed a demographic survey. The survey did not include an
option for ethnicity. After the semi-structured interviews, I noticed all participants were African
American. A diverse participant population could have uncovered another lens for
understanding female assistant principals’ work-life balance approaches.
Another limitation was conducting research during the COVID-19 pandemic. The
original proposal focused on face-to-face semi-structured interviews and focus group. All the
participants were interviewed using Google Meet except for one individual. One semi-structured
interview was conducted over the phone. It is unclear if Internet issues or using Google Meet
was the underlying issue with accessing the virtual semi-structured interview.
The population size is also a limitation of the study. Although the range of participants
was between 12 and 15, I wanted to capture the maximum number of participants. Due to
COVID-19 and the school district's closing, I was approved to collect my data for 40 days, which
ended the last week in June. As a result, I was not able to meet my target of 15 participants.
Instead, 12 female assistant principals were willing to take part in the study. The data collection
timeframe set by the school coupled with a pandemic limited my recruitment effort. Last, a
limitation of this study will be my biases of being female, a mother, married, and an assistant
principal who struggles with balancing personal and professional responsibilities.
Recommendations for Future Research
The purpose of this research was to understand the work-life balance approaches of
female assistant principals. The goal was to reveal approaches used by the participants to
manage their professional and personal responsibilities that could be shared with new female
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assistant principals. Since all of the participants were African American, a future study that
investigates the work-life balance approaches of women with different ethnicities should be
conducted. This would help detect shared approaches that better prepare new female assistant
principals for the position. Additionally, it would be interesting to see how male assistant
principals manage work and life demands to achieve balance. Their approaches will provide
another perspective that would prepare all individuals regardless of gender or ethnicity for the
assistant principalship.
Conducting more qualitative studies is another recommendation. Specifically, a case
study on the work-life balance of assistant principals at one school site could help understand the
challenges they endure with demands. Case studies could help find more approaches from the
perspectives of working in a team formed of assistant principals. The results could help
understand the assistant principalship’s needs and challenges and elaborate on how supervisors
and district leaders can support assistant principals.
Another recommendation for future research is to conduct this study in a school district
with a smaller student population. Previous studies have shown that the job description for the
assistant principalship varies by grade and school district. These differences can help ascertain
how female assistant principals balance their professional and personal demands. The results
could help find other approaches that were not previously discovered because the assistant
principalship expectations may be different.
Individuals who seek an assistant principalship must enroll in a post-secondary
administrative program. Future research on college preparation programs for the assistant
principalship is needed to determine how they prepare candidates and what program changes
should be considered to ensure they are successful in the position. An added recommendation
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will be to examine if the different administration leadership programs offer work-life balance
and healthy well-being techniques to ensure success and contentment in the position. The results
could present valuable information about program changes that can better prepare candidates.
Also, programming changes could prepare assistant principals to assume vacant principalships
with minimal work and family imbalances or conflict.
Summary
This transcendental phenomenological study sought to understand the work-life balance
approaches of female assistant principals. Although there are studies on the assistant
principalship, they do not include approaches for managing work and life demands. The 12
participants had different years as assistant principals and were open about the challenges they
faced. They included detailed descriptions of their personal lives and identified specific
approaches they used to achieve a balance. The approaches identified by the participants were:
building relationships, time to unwind from work, managing role conflict, daily and weekly
checkpoint, detailed calendar, exercise to stay healthy, managing stress, and self-care.
The study revealed that female assistant principals struggle with balancing their
professional and personal lives. Participants recognized that the assistant principalship’s nuances
are ever-changing and how they manage their responsibilities could vary from year-to-year.
Experience and years in the assistant principalship helped with achieving a balance for most
participants. The participants described how they “learned” to manage their day to free up time
in the evening. Their approaches resulted in healthier well-being and contentment with the
position. Several participants infused the same approach, with some having more success
compared to others.
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Furthermore, the study’s theoretical, empirical, and practical implications showed why
the participants struggle as mothers, spouses, and other significant others. The implications
support the need for sessions or coursework that focus on work-life balance strategies for new
assistant principals, coupled with healthy well-being techniques. COVID-19 has added another
layer to the responsibilities of the assistant principalship. The schoolhouse’s impromptu
switching to virtual learning has created a gap for those assistant principals with low technical
aptitude. Participants were forced to learn how to support students and teachers virtually while
simultaneously helping their children adapt to online learning. As a result of my research,
women leaders must balance work and family obligations to mitigate conflict and health issues.
Additionally, as the assistant principalship’s responsibilities often change, college leadership
preparatory programs, school districts, and principals must ensure a work-life balance is a focus
for future and current administrators.
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APPENDIX C: RECRUITMENT EMAIL
Dear________________
I am a doctoral candidate in the School of Education at Liberty University and am conducting
research as part of the requirements for a Doctor of Education (Ed. D) degree in Educational
Leadership. The purpose of my research study is to understand how female assistant principals
balance their personal and professional life. This study may help female assistant principals
recognize areas of conflict between work and family as well as various approaches to managing
time during the school day and at home to achieve a balance. I am writing to invite you to
participate in the study.
If you are between the ages of 30 and 65, a female assistant principal, have children, and are
married or living with a significant other you meet the inclusion criteria for this study. If you are
willing to participate, you will be asked to:
1. Participate in a Google Meet virtual interview that will last 60 minutes in length. The
interview will be audio recorded along with notes that will be taken by myself;
2. Take a 5-minute demographics survey;
3. Six to nine participants will be selected for a focus group interview. If selected, you will
participate in a 60-minute focus group session. The focus group will be a Google Meet
virtual session using guiding questions and will be recorded along with notes that will be
taken by myself. Please note, 6-9 participants will be purposefully selected for this procedure;
4. Review your transcript from the one-on-one interview. The transcription review will take
60 minutes; and
5. Write a letter to a first-year female assistant principal that will foster a successful work
and life balance and lead to satisfaction and advancement to the principalship. This
activity should take 30 minutes to complete.
Your name, school district email address, and/or other identifying information will be requested
as part of your participation, but the information will remain confidential.
To participate, please complete the screening survey using the following link
https://tinyurl.com/r8cn37u. If you meet the study criteria, I will send a consent form by email
that contains additional information about my research and must be electronically signed and
returned the day before the start of your virtual interview.
As a fellow assistant principal in the district, it is my sincere hope that you will share your
experience with me so that together we can identify approaches leading to a balance between
personal and professional life that reduces conflict and stress. If you choose to participate, you
will receive a $20.00 Amazon gift card at the conclusion of your participation as a token of my
appreciation.
Thank you for all that you do to support the students and teachers in the district. I look forward
to hearing from you soon!
Sincerely,
Felicia Colbert
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APPENDIX F: CONSENT FORM
Work-life balance: A transcendental phenomenological study on female assistant principals’ approaches
Felicia Colbert
Liberty University
School of Education
You are invited to be in a research study about how female assistant principals approach a balance
between work and life responsibilities. The hope is that this research will help to identify successful
work-life balance approaches for female assistant principals. You were selected as a possible participant
because you are a female assistant principal, have children, are between the ages of 30 and 65, and are
married or living with a significant other. Please read this form and ask any questions you may have
before agreeing to be in the study.
Felicia Colbert, a doctoral candidate in the School of Education at Liberty University, is conducting this
study.
Background Information: The purpose of this study is to understand the work-life balance approaches
for female assistant principals. This study may help female assistant principals recognize areas of conflict
between work and family as well as various approaches to manage time during the school day and at
home to achieve a balance.
Procedures: If you agree to be in this study, I would ask you to do the following things:
6. Participate in a Google Meet virtual interview that will last 60 minutes in length. The interview
will be audio recorded along with notes that will be taken by myself.
7. Take a 5-minute demographics survey.
8. If selected, participate in a 60-minute focus group session. The focus group will be a Google
Meet virtual session using guiding questions and audio recorded along with notes that will be
taken by myself. Please note, 6-9 participants will be purposefully selected for this procedure;
9. Review your transcript from the one-on-one interview. The transcription review will take 60
minutes.
10. Write a letter to a first-year female assistant principal that will foster a successful work and life
balance and lead to satisfaction and advancement to the principalship. This activity should take
30 minutes to complete.
Risks: The risks involved in this study are minimal, which means they are equal to the risks you would
encounter in everyday life. Participating in this study may bring up negative emotions or memories about
your experience as an assistant principal. Please notify me immediately if you are experiencing stress
from questions asked during the interview, focus group, transcription review, or letter.
Benefits: Participants should not expect to receive a direct benefit from participating in this study. The
benefit to society is that the research may help female assistant principals better manage their personal
and professional responsibilities to avoid burnout and hopefully foster a desire to attain a principalship.
Compensation: Each participant will receive a $20.00 Amazon gift card after the participant has fulfilled
all required tasks. The monetary value of the gift card will not be prorated if the participant does not
complete all required tasks for the study.
Confidentiality: The records of this study will be kept private. In any sort of report, I might publish, I
will not include any information that will make it possible to identify a participant. Research records will
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be stored securely, and only the researcher will have access to the records. The researcher may share the
data for use in future studies; if the data is shared, the researcher will remove all identifiable information.
• Participants will be assigned a pseudonym.
• All data will be stored on a password-locked computer and in a locked filing cabinet. After three
years, all electronic data will be deleted, and hard copy documents will be shredded.
• Interviews and the focus group will be recorded and transcribed. Recordings will be transcribed
by a professional transcription service (Temi.com). Recordings will be stored on a password
locked computer for three years and then erased. Only the researcher will have access to these
recordings.
• The researcher cannot guarantee participants that members of the focus group will not share what
was discussed during the session with others outside of the group.
Voluntary Nature of the Study: Participation in this study is voluntary. Your decision whether or not to
participate will not affect your current or future relations with Liberty University or the school district
where you are employed. If you decide to participate, you are free to not answer any question or
withdraw at any time without affecting those relationships.
How to Withdraw from the Study: If you choose to withdraw from the study, please contact the
researcher at the email address included in the next paragraph. Should you choose to withdraw, data
collected from you, apart from focus group data, will be destroyed immediately and will not be included
in this study. Focus group data will not be destroyed, but your contributions to the focus group will not
be included in the study if you choose to withdraw. Due to the anonymous nature of the letter submission,
the researcher will be unable to remove your submitted letter from the data after it has been submitted.
Contacts and Questions: The researcher conducting this study is Felicia Colbert. You may ask her any
questions you have now. If you have questions later, you are encouraged to contact her at
fcolbert1@liberty.edu. You may also contact the researcher’s faculty chair, Linda Holcomb, at
ljholcomb@liberty.edu.
If you have any questions or concerns regarding this study and would like to talk to someone other than
the researcher, you are encouraged to contact the Institutional Review Board, 1971 University Blvd.,
Green Hall Suite 2845, Lynchburg, VA 24515 or email at irb@liberty.edu.
Please notify the researcher if you would like a copy of this information for your records.
Statement of Consent: I have read and understood the above information. I have asked questions and
have received answers. I consent to participate in the study.
The researcher has my permission to audio-record me as part of my participation in this study.

Signature of Participants

Date

Signature of Investigator

Date
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APPENDIX G: SEMI-STRUCTURED INTERVIEW QUESTIONS

Work-life Balance Approaches
1. Tell me about yourself.
2. Why did you choose education as a career?
3. Describe your teaching experience.
4. What experiences as a teacher prompted you to pursue an assistant principal position?
5. Describe a positive interaction you experienced as an assistant principal.
6. Describe a challenging interaction you experienced as an assistant principal.
7. Explain how much time you spend after school completing work related tasks and the
impact on your family obligations.
8. Explain how you spend time with your spouse or significant other exclusive of attending
to children and work responsibilities.
9. Describe how you spend time with your children and other family members exclusive of
attending to work responsibilities.
10. Tell me about a time when you missed a family activity because of work responsibilities
and the impact it had on your family.
11. What does work-life balance mean to you?
12. Describe how you manage professional and personal tasks.
Well-being on Work-life Balance Approaches
13. What type of food options do you choose to support a healthy lifestyle?
14. In what ways, if at all, do you experience stress manifested by your role as an assistant
principal?
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15. Describe the strategies you use to de-stress from the workday and how often you use
those strategies.
Role Conflict on Work-life Balance Approaches
16. Describe your role within the school and family.
17. Describe your interaction between work and family roles.
18. In what ways, if at all, does your role as a mother, spouse or significant other influence
your experience as an assistant principal?
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APPENDIX I: FOCUS GROUP INTERVIEW QUESTIONS
1. What challenges did you experience last school year that negatively impacted work and
life balance?
2. Describe an activity from last week that interrupted your work and family
responsibilities.
3. How do you define work-life balance?
4. Describe the approaches that contributed to a successful balance between work and life
responsibilities.
5. Describe how you handle imbalances between work and family.
6. What factors influences your decision on how you negotiate your time between work and
family responsibilities?
7. Tell me a time when you experienced work conflict due to your role. Describe how you
addressed the conflict and the impact with your family responsibilities.
8. Compared to male assistant principals, describe how workload, supervisor support,
coworker support, and work-life conflict differs for female assistant principals.
9. Suppose that you are a current principal, what changes would you make to ensure your
assistant principal(s) have a balance with work tasks.
10. Of all the things discussed, what aspect of work-life balance is most important to you?
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APPENDIX L: AUDIT TRAIL

Date Completed

Tasks

February 27, 2020

Proposal Approved

March 9, 2020

Proposal Defense

March 11, 2020

IRB Application Submitted

March 31, 2020

IRB Application Returned

April 6, 2020

IRB Application Revisions

April 13, 2020

IRB Application Resubmitted

April 29, 2020

IRB Conditional Approval

April 29, 2020 - June 8, 2020

Application Submitted to School
District

June 10, 2020

School District Approval

June 10, 2020

School District Approval Letter
Submitted to IRB

June 11, 2020

IRB Approval to Begin Research

June 11, 2020

Principal Site Approval
Submitted

June 12, 2020

Contacted the Director of to get
a listserv of all APs

June 13-16, 2020

Emailed Recurtiment email to all
APs in the district with an
attached demographic survey

Researcher’s Notes

Committee recommended
adding information
support why a
transcendental qualitative
design was used.

Screening
Survey/Demographic
Virtual interviews due to
COVID-19

Ongoing communication
with the school district to
check the status of
application approval

By June 15, 2020, only 11
participants responded. A
flyer was emailed to all
assistant principals to
solicit additional
participants. Two
additional potential
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participants responded
with only one meeting the
criteria for the study.
June 16, 2020

Contacted Participants meeting
the study’s criteria

June 17-19, 2020

Emailed Consent Forms and
scheduled semi-structured
interviews

June 21, 2020

Consent Forms Returned

June 22-25, 2020

Conducted Semi-structured
interviews and emailed Google
Form for letter

June 25, 2020

Participants Contacted for Focus
Group

June 28, 2020

Focus Group Held

June 29, 2020

Semi-structured interviews/ and
Google Form for letter emailed

June 30, 2020

General email to all participants
as a reminder to submit Google
Form Letter

July 2, 2020

Reminder email sent to
participants about completing
the anonymous letters.

July 6, 2020

Semi-structured interviews and
Focus group interview submitted
for transcription

July 7, 2020

Transcriptions Returned and
reviewed

July 7, 2020 - July 10, 2020

Transcriptions emailed to
participants for review

July 10, 2020

Contacted the School of
Education to find assistance with
using NVivo 12.

Unfortunately, only nine
letters were
submitted. Since the
letters were anonymous, I
could not tell which
participant did not submit
a letter.

Searched for Youtube
videos to assist with
learning the functionality
of the program and
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consulted the user
manual.
July 11, 2020

Transcriptions and focus group
letters uploaded into NVivo 12
for analysis

July 11 - August 8, 2020

Data Analysis

August 10, 2020

Started writing Chapter 4

October 22, 2020

Chapter 4 Submitted to chair for
formal review

November 1, 2020

Chapter 4 returned for revisions

November 30, 2020

Chapter 4 submitted to chair with
recommended revisions

December 4, 2020

Started Writing Chapter 5

January 12, 2021

Chapter 5 Submitted to chair for
formal review

January 17, 2021 - February
28, 2021

Chapter 5 revisions completed

March 2, 2021

Manuscript submitted to chair

March 15, 2021

Received approval for defense

March 29, 2021

Successfully defended my study

Chair recommended that I
push to meet the
remaining semester
deadlines

